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Abstract 

Recruitment and retention of U.S. Army Dental Corps officers 

continues to be of great concern.  A better understanding of the 

factors related to officers' intentions and feelings will assist 

Dental Corps strategic planning efforts.  The purpose of this 

management project is to examine factors that influence Army 

Dental Corps officers' career decisions and feelings concerning 

their leadership.  The factors of interest are those that affect 

officers' decisions to remain in or leave the service, those 

that affected officers' decisions to join the service, and 

factors they believe affect officers' decisions to join the 

service today.  The goal is to evaluate and analyze the 1997 

Dental Officer Recruitment and Retention Survey to ascertain the 

factors impacting recruitment, retention, and turnover, as well 

as attitudes toward Dental Corps leadership.  Factors found to 

influence officers' decisions are related to pay, training and 

education, job satisfaction, quality of life, location, and 

years of service.  Findings indicate that officers currently in 

dental specialty programs are more likely to stay in the Army. 

Special pay increases and potential future increases also 

influence officers to stay, where as low pay influences them to 

leave.  Officers in their initial commitment, and those with 

less than six or more than 18 years of service are more likely 

to leave.  Age, gender, rank, marital status, and type of unit 

did not influence officers' intentions.  Immediate advanced 

dental educational opportunities are important for recruiting 

young dentists into the Army, and early opportunities for dental 

specialty training are important to retain them.  Feelings about 

Dental Corps leadership generally did not influence officers' 

intentions, but the more senior officers, and those in 

administrative and special assignment positions tended to have a 

more positive feeling about the leadership. 

ii 
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Introduction 

Conditions which Prompted the Study 

The U.S. Army Dental Corps is experiencing considerable 

difficulty concerning recruitment and retention of active duty 

dental officers.  The problem became more evident over the past 

eight to ten years/ and in the mid 1990s evolved into a major 

concern for the leadership of the Corps.  The senior leadership 

of the Army Dental Corps considered pay increases as a way to 

address the problem, but recognized that a combined, tri-service 

approach was necessary to obtain congressional consideration and 

approval.  In 1996 the Army, Navy, and Air Force were able to 

coordinate and combine efforts to gain congressional approval of 

a bill designed to increase special pays and establish an 

accession bonus.  The National Defense Authorization Act for 

Fiscal Year 1997 provides for increases in variable special pay, 

additional special pay, and board certified pay for dental 

officers.  It also provides for an accession bonus of $30K for 

newly recruited dental officers (Joseph, 1997). 

These pay increases, however, provide the most increase in 

total pay to dental officers with less than three years of 

service.  Board certified dental officers received a small 

increase in total pay, and only new accessions received the 

accession bonus.  Many dental officers received no pay increase. 

Efforts to provide pay increases to all dental officers would 

continue, but obtaining congressional approval for increases in 

defense associated budgets is difficult in a time of military 

downsizing. 
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Ulschak and SnowAntle (1992) emphasize that turnover 

is an ongoing process, an inevitable part of nearly every 

organization, and it needs to be planned for and managed.  While 

the senior leadership of the Army Dental Corps continues to work 

toward increasing pay for officers, it realizes that turnover is 

an ongoing process and factors other than pay are involved. 

Furthermore, recruitment and retention of officers continues to 

be of great concern of the leadership and the Dental Corps.  A 

better understanding of turnover, retention, and recruitment in 

the Dental Corps is necessary for effective management within 

the Dental Corps. To help provide that understanding, senior 

leaders developed and distributed a survey to over 1200 active 

duty dental officers.  The 1997 Dental Officer Recruitment and 

Retention Survey is designed to identify factors associated with 

recruitment and retention, and specific concerns and issues of 

dental officers.  The survey will also provide feedback 

concerning the pay increases of fiscal year 1997 and feelings 

about future pay increase proposals.  A copy of the survey is 

enclosed in appendix A and a description is included in the 

methods section. 

This management project will involve a complete analysis of 

the results of the 1997 Dental Officer Recruitment and Retention 

survey.  It will include identification of the factors that 

affect intentions, retention, and recruitment of dental 

officers, and thus insight into turnover of officers in the 

Dental Corps.  The results of the project will help Dental Corps 

leaders better understand the intentions and feelings of the 
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active duty dental officers, and provide an adjunct for 

management of human resources. 

Statement of the Research Question 

The research question for this management project consists 

of three parts.  All three parts of the question will be 

considered with respect to the results of the survey.  That is, 

answers to the questions will be determined by the results of 

the survey.  The first part of the research question is stated 

as follows: What are the most significant factors that influence 

Army Dental Corps officers' decisions to remain in or leave the 

service.  The second part of the question is stated as follows: 

What are the factors that influenced Dental Corps officers to 

join the service, or factors they believe influence officers to 

join today? The third part of the research question is stated 

as follows: How is the leadership of the Army Dental Corps 

perceived by Dental Corps officers? 

The first part of the research question focuses on factors 

related to retention of officers.  The second part focuses on 

factors and beliefs related to recruitment of officers.  The 

third part of the question focuses on perceptions of officers 

concerning the leadership of the Dental Corps.  Together, the 

answers should provide valuable information related to turnover 

of officers in the Dental Corps.  And together, the answers 

should clearly help aid Dental Corps senior leaders in human 

resource management.  Additionally, the answers may be of value 

for the Medical Corps, and other corps and health care 

professionals. 
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Literature Review 

A review of the literature provides a historical background 

concerning issues related to turnover, retention and recruitment 

in health care professions.  Studies involving dentists and 

these issues are sparse, but studies related to other health 

care fields are well represented in the literature.  Published 

studies provide valuable insight into the problems of turnover 

and retention, both in the civilian sector and in the military. 

Those that are related to this project, and help provide a basis 

for it, are presented and discussed in this section. 

Price and Mueller (1981) did a study to learn more about why 

nurses decide to stay in or leave a hospital.  They found the 

following variables to be important in producing less turnover: 

intent to stay, job satisfaction, participation in decision 

making, communication, promotional opportunities, and kinship 

responsibility.  Kinship responsibility refers to the existence 

of obligations to relatives residing in the community.  The 

important variables that produced more turnover included: 

repetitive work and increased level of training or education. 

They presented a causal model of turnover that helped 

describe a relationship between turnover and related independent 

variables or determinants.  Intent to stay and job satisfaction 

are intervening variables, with intent to stay immediately 

preceding and inversely related to turnover.  Job satisfaction 

is an intervening variable between intent to stay and variables 

such as communication, participation, promotional opportunities 

and pay.  Some variables like kinship responsibility affect 
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intent to stay directly, and opportunity or availability 

for alternative jobs affects turnover directly. 

A few years later Price and Mueller (198 6) used a slightly 

revised causal model to study turnover of hospital employees. 

The model used another intervening variable called commitment. 

It intervened between satisfaction and intent to leave, with a 

negative affect on the later, dependent variable.  Intent to 

leave was by far the most important determinant of turnover. 

They also found income to be a considerably more important 

determinant than opportunity, and satisfaction more important 

than commitment.  They point out that this was an attempt to 

develop a comprehensive model to explain turnover, and they were 

not very successful.  Only 10 percent of the explained variance 

was accounted for by the model.  Interestingly, this is about 

average compared with other research on turnover (Price & 

Mueller, 1986). 

The causal model described by Price and Mueller presents one 

way of categorizing and organizing independent variables that 

affect turnover.  A turnover model professed by Mobley (1982) 

treated the independent variables differently, but like Price 

and Mueller centered on intent as the proximate determinant of 

turnover.  Mobley identified it as intent to leave, with it 

having a positive affect on turnover.  This study by Mobley also 

confirmed that intent is significantly predictive of future 

behavior, in this case, turnover.  Mangelsdorff (1984), and 

later Kim, Price, Mueller, & Watson (1996), found career 

intentions to be predictive of future behavior.  Parasuraman 
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(1989) found the same in a study of nursing turnover. 

This well documented relationship between intent and turnover or 

future behavior is generally accepted. 

in the recent study by Kim, et al. (1996), a modified model 

of causal turnover is used to identify significant determinants 

of career intent of military physicians.  This new causal model 

of intent to stay focuses on intent to stay in the service as 

the dependent variable.  With previous literature supporting 

this study, -career intent" will also be used in this paper as 

the dependent variable.  It will have the same meaning as intent 

to stay, or intent to stay in the Army Dental Corps as a career, 

until retirement. 

The model used by Kim, et al. (1996) in their study of 

military physicians was found to work adequately among salaried 

physicians.  They included variables emphasized by economists, 

psychologists, and sociologists.  The variables they found to be 

most important in explaining career intent included: 

organizational commitment, job satisfaction, search behavior, 

opportunity, met expectations, and promotional chances.  Since 

this study was designed to look at career intentions of military 

physicians, the categorization of independent variables will be 

used as a guide for this study of Dental Corps officers.  The 

population of study for this project, active duty Army dentists, 

is most closely related to that of the Kim study.  Kim's causal 

model of intent to stay will not be used in totality because the 

survey instrument used here was not designed specifically to 

obtain the data for this project. 
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Another study of military physician retention looked 

at a sample of Navy physicians with eight or fewer years of 

service (Franco, 1989).  Variables found to significantly affect 

retention included: promotion opportunity, job security, 

friendships, and service to country.  Although pay for these 

military physicians was reported to be about half that of their 

civilian counterparts, pay had no impact on retention 

likelihood.  The study of military dentists will consider a 

similar group, as to years of service, and pay will be a 

variable of great interest. 

A study to evaluate the special pays for Navy dentists found 

civilian general dentists to average about $7000/year more than 

Navy general dentists, and civilian specialists to make between 

$50,000 to $60,000 more than Navy specialists (Taylor, 1991). 

These figures represent a comparison between Navy dentists and 

civilian dentists practicing as sole practitioners, partners, or 

members of group practices.  The civilian pay data used in the 

comparison was income net of business expenses and before 

personal taxes.  The civilian pay was also adjusted to 

compensate for the costs of fringe benefits received by Navy 

dentists. 

All military dentists of similar pay grades make essentially 

the same base pay and special pays, except for board certified 

pay.  Special pays for military dentists are of three types. 

Variable Special Pay (VSP) is paid on a monthly basis to all 

dental officers at a rate dependent on the number of years of 

creditable service completed.  Dental Additional Special Pay 
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(DASP) is paid annually to dental officers who are not 

participating in their initial residency training.  These rates 

also vary according to the years of creditable service 

completed.  Entitlement to DASP is contingent upon execution of 

a legally binding written agreement to remain on active duty for 

one year beginning on the effect date of the agreement. 

Board Certified Pay (BCP) is paid monthly to those dental 

officers who have completed a residency training program and ' 

achieved board certification in their specialty field.  Again, 

these rates also vary according to the number of years of 

creditable service completed.  Appendix A shows the various 

amounts of special pays that dental officers are eligible to 

receive according to years of creditable service completed.  It 

includes comparisons of the pay rates before October 1996 and 

those that became effective 1 October 1996.  Appendix A also 

shows the most recent pay rates that became effective 18 

November 1997. 

Brennand (1991) did a study of Army physician retention at 

one military facility.  He found the top five factors associated 

with physicians leaving active duty were: lack of geographic 

control, potential service in a conflict area, poor military 

compensation, poor administrative support staff, and lack of 

preferred type of training opportunity.  The variable, military 

compensation, included base pay, special pay, bonuses, and other 

military benefits.  Of the five factors, identified in a U.S. 

Government Accounting Office (GAO) report (Baine, 1990), that 

most influenced physicians' plans about military service, levels 
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of military pay was the only one also found in Brennand's 

top five.  The other four factors identified by the GAO study 

included: time spent on non-physician tasks, ability to maintain 

proficiency in a medical specialty, time spent on readiness 

training, and undesired permanent changes of station. 

Mangelsdorff's study (1984) of Army psychologists found, as 

noted earlier, that intentions to remain on active duty were 

significantly related to the behavior of actually remaining on 

active duty.  He also found the probability of Army 

psychologists remaining on active duty was related to increasing 

years of service, a sense of membership in the Army, 

opportunities for personal accomplishments, self-improvement or 

promotions, and availability of retirement benefits.  In a later 

study Mangelsdorff (1989) confirmed that intentions were 

predictive of behavior, as well as the other findings.  He also 

found the decision to remain on active duty was affected by 

commitment to the military and the opportunity for professional 

advancement such as specialty training. 

In a study of nursing turnover in the same year, Parasuraman 

(1989) showed that the strength of the intention-turnover 

relationship decreased as the time interval between cited 

intentions and turnover behavior increased.  This study also 

found that personal, organizational, and job experience 

variables influence turnover through their effects on three 

attitudinal variables, felt stress, job satisfaction, 

organizational commitment, and intent to leave. 
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Reineck (1990) studied the factors that contributed 

to anticipated turnover among nurses in Army hospitals.  She 

found that age and factors related to job satisfaction affected 

anticipated turnover.  She found the contextual factors of group 

cohesion, satisfaction with pay, and instrumental communication, 

to be most effective in explaining job satisfaction, 

interestingly, she did not find employment alternatives in the 

community to be a strong predictor of intent to leave.  This is 

unlike the findings of studies by Price and Mueller (1981), and 

Gurney, Mueller, and Price (1997).  Also, Reineck did not find 

the lack of opportunity for promotion within the organization to 

be a strong predictor of intent to leave, unlike several other 

studies (Price & Mueller, 1981, Kim, et al., 1996, and Gurney, 

Mueller, & Price, 1997). 

In a study of nurse managers, those reporting an intention 

to leave within six months cited their reasons.  The strongest 

factors influencing the decision to leave included: career 

changes, returning to school, dissatisfaction with role, 

personal/family commitments, dissatisfaction with the 

organization, desire to return to direct patient care, better 

opportunities, and salary/benefits (Barrett, 1990).  Only 10 

percent reported an intention to leave.  When all respondents' 

factors for potentially leaving were considered, the following 

had the strongest influence: personal/family commitments, 

dissatisfaction with the organization, better opportunity, 

dissatisfaction with role, dissatisfaction with immediate 

supervisor, and career change. 
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In other health care related fields, findings 

concerning turnover intentions and related factors similarly 

involve common themes.  In the area of mental health, Blankertz 

and Robinson (1997) report workers' intentions to leave are 

related to factors of: age, burnout, job satisfaction, and 

educational level.  Predictors of physical therapy faculty job 

turnover include factors such as: intentions to leave, 

decreasing number of years of employment, lower salary, and 

availability of many job alternatives (Radtka, 1993).  Turnover 

among dental hygienists was found to be directly and negatively 

related to job satisfaction (Mueller, Boyer, Price, & Iverson, 

1994).  Factors found to decrease turnover included: increased 

distributive justice, pay, variety, instrumental communication, 

work group cohesion, and "an OK workload".  Turnover increased 

with increased education and the availability of external job 

opportunities. 

With the significant relationship between satisfaction and 

career intentions, many have investigated this area.  Blount, 

LeClair, Miser, Schirner, Weightman, & Jones (1995), found in a 

study of Army family practice physicians that advanced rank was 

positively associated with satisfaction, and increased time 

spent in patient care was negatively associated with 

satisfaction.  The later is an interesting finding for 

physicians.  This project will attempt to evaluate the influence 

of the amount time spent with administrative duties has on 

dentists' intentions to stay in the Army. 
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In a study of U.S. military physicians, Kravitz, 

Thomas, Sloss, & Hosek (1993) found dissatisfaction was related 

to salary and practice inefficiencies; and satisfaction related 

to age, workload, specialty, and availability of resources.  It 

is anticipated that Army dentists are also dissatisfied with pay 

and practice inefficiencies.  Another study of military 

physicians, specifically Army internists, found job satisfaction 

and ultimately intentions to stay in the service related to 

certain factors.  Those factors included: prior associations 

with Reserve Officer Training Corps (ROTC) and Health 

Professions Scholarship Programs (HPSP), U.S. Military Academy 

(USMA) graduate, and Uniformed Services University of Health 

Services (USUHS) graduate (Zaloznik, 1994).  It should be noted 

that these programs obligate an officer to serve a certain 

amount of time in the military.  A ROTC scholarship requires an 

officer to serve one year on active duty for each year of the 

scholarship.  Similarly, the HPSP requires a year for year 

payback by the officer. Advanced dental specialty training 

programs also obligate an officer to service on active duty 

after completion of the program, on a year for year basis. 

Dental specialty training programs can be from two to four years 

in length.  Payback for these could, however, run concurrently 

with other incurred obligations. 

Steinweg (1994) had similar findings in his study of 

graduates of Army family practice residency programs. 

Significant predictors of retention were related to USMA 

attendance, USUHS attendance, fellowship training, and prior 
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service.  Dentists' prior associations with ROTC, HPSP, 

and the USMA are also expected to influence their intentions to 

stay in the service and make the Army a career.  Opportunities 

for advanced professional training are expected to influence 

dental officers' intentions to stay in the service and make the 

Army a career, as well. 

A study of professional satisfaction among dentists, who 

graduated from the University of Minnesota School of Dentistry 

during a 12 year period, found satisfaction to be related to 

professional progress and expectations.  Factors included: 

professional education, chances for professional advancement, 

practice quality, personal satisfaction, community involvement, 

and income and income potential (Lange, Loupe, & Meskin, 1982). 

In a study of civilian hospital employees, Agho, Mueller, 

and Price (1993) found that satisfaction is influenced by a 

combination of characteristics of the environment, the job, and 

personality variables.  Such factors as opportunity or 

availability of alternative jobs, the degree of repetitiveness 

in the job, and distributive justice affect employee 

satisfaction.  Distributive justice refers to the extent to 

which rewards and punishments are related to job performance. 

McPhee and Townsend's study (1992) of U.S. Air Force 

occupational therapy officers found satisfaction to be related 

to promotions and pay.  In a study of nurses with doctoral 

degrees, factors influencing job satisfaction were not unlike 

those associated with other professionals (Gurney, Mueller, & 

Price, 1997).  Factors influencing satisfaction included: 



Recruitment & Retention   15 

availability of alternative jobs, autonomy, variety, 

promotion opportunity, and adequate resources.  Pay was not a 

significant factor.  When Wakefield, Curry, Price, Mueller, & 

McCloskey (1988) studied nurses' satisfaction and differing 

hospital units, they found satisfaction to be significantly 

greater on labor-intensive units, such as medical, surgical, and 

pediatric intensive care units and emergency care units. 

In a study of demographic variables and intent to stay. 

Price and Kim (1993) found significant factors included: age, 

length of service, education, and rank.  The variables of race, 

religion, marital status, ethnicity, and place of birth were not 

significantly related to intent to stay. 

Carino (1995) found that factors which influence dental 

officers' military career planning are related to satisfaction 

and commitment.  The most important variables having a positive 

effect included: professional development, travel, mentorship, 

postdoctoral training, professional satisfaction, and sense of 

duty.  Frequency of moves, pay, tactical deployments, and 

military training negatively influenced career planning.  This 

survey of dental officers in 1995 was the precursor to the 1997 

survey instrument used for this project.  Preliminary results 

from the 1997 survey found the same six variables to positively 

influence career planning; and frequency of moves, pay, and 

tactical deployments to negatively influence career planning 

(Carino & Nasser, 1997). 

In the area of recruitment of health care professionals, 

Shanahan (1993) reported factors affecting both recruitment and 
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retention included: salary, education, perceptions, and 

attitudes.  A study of military medicine following the Gulf War 

recommended that recruitment programs continue to emphasize the 

opportunities and challenges of practicing in the military. 

They should include mention of opportunities for field training 

with units and potential peacetime overseas assignments 

(Mangelsdorff, Twist, Zucker, Ware, George, & McFarling, 1992). 

It is important for recruiting, retention, and promotion 

strategies of an organization to be interrelated and part of a 

long range strategic plan (Solomon, 1997).  This study of Dental 

corps officers will attempt to identify specific factors that 

influence the enhancement of recruitment of Army dental 

officers. 

Reducing turnover, increasing retention, and enhancing 

recruitment are of vital interest to senior Dental corps 

leaders.  In the era of managed care and managed costs, the 

costs of turnover is an area that needs attention.  One of the 

first costs to the organization is the employee's reduced 

performance when he or she focuses some attention on looking for 

another job (Ulschak, & SnowAntle, 1992).  These authors go on 

to cite the costs of replacement, temporary hires, and 

orientation of new employees.  Shanahan (1993) reports the costs 

involved with vacancies and high turnover include: decreased 

amount and lack of continuity of patient care, a resulting 

diminished reputation of the facility or organization, and 

missed opportunities for program development.  The Army dental 

community has long had an outstanding reputation with customers. 
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The decreased provision of care, due to turnover losses, 

could possibly damage that reputation. 

It is costly to lose good employees.  There are both dollar 

and time costs involved with termination, hiring and training, 

vacancy, and productivity loss.  When time and dollar costs are 

combined, the total costs of turnover can be tremendous.  By 

designing a retention plan that puts the organization in 

control, costs and vulnerability to personnel losses can be 

alleviated (Jac, 1997).  This project can aid in the effort of 

designing both a retention and recruitment strategy for the 

Dental Corps.  Blankertz and Robinson (1997) emphasize the costs 

of recruitment, and reinforce the idea of costs of turnover 

related to disruption in service provision. 

While turnover can have numerous impacts on an organization, 

both positive and negative, it was found to have a net negative 

effect on instrumental communication and behavioral commitment, 

instrumental communication refers to the formal transmission of 

job information among the employees.  Behavioral commitment is a 

concept that attaches behavioral acts to an individual.  An 

indicator of this would be an individual's perception of the 

likelihood of remaining employed in an organization.  Turnover 

had no significant effect on job satisfaction and promotional 

opportunities (Price, 1989 and Mueller & Price, 1989).  Related 

to these findings, detrimental consequences of turnover to an 

organization included: absenteeism, passive job behavior, and 

disruption of the work performance of co-workers (DeMicco & 

Olsen, 1988). 
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Inappropriate or unmanaged turnover in the Dental 

Corps could have demoralizing effects on individuals.  There is 

certainly the potential for demoralization to cause some 

dentists to have a decreased interest in working.  There is also 

the potential for that type of attitude to affect the 

performance of other dentists and auxiliary personnel. 

Purpose Statement 

The purpose of this management project is to examine factors 

that influence Army Dental Corps officers' career decisions and 

feelings concerning their leadership.  The factors of interest 

are those that affect officers' decisions to remain in or leave 

the service, those that affected officers' decisions to join the 

service, and factors they believe affect officers' decisions to 

join the service today. 

The goal is to evaluate and analyze the 1997 Dental Officer 

Recruitment and Retention Survey to ascertain the factors 

impacting recruitment, retention, and turnover, as well as 

attitudes toward Dental Corps leadership. 

The hypothesis statement is three-fold corresponding to the 

parts of the research question.  The first part of the 

hypothesis statement is that career intent of Dental Corps 

officers is influenced by factors related to job satisfaction 

and commitment, and demographic factors.  Variables expected to 

influence job satisfaction include: opportunities for education 

and training, pay, promotional opportunities, quality of 

professional practice, quality of life, and travel and adventure 

of military life.  Increased opportunities for education and 
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training, increased pay, increased promotional 

opportunities, improvements in the quality of professional 

practice and life, and opportunities for travel and adventure 

should positively influence satisfaction and the intent to stay 

in the Army. 

variables expected to influence commitment include: HPSP 

commitment, ROTC commitment. Advanced Education in General 

Dentistry-one year (AEGD-1) commitment, and a sense of duty. 

Increased commitments and a strong sense of duty should 

positively influence the intent to stay in the Army. 

Demographic variables expected to be related to career intent 

include: age, rank, and years of service.  Career intent is 

expected to increase as age, rank, and years of service 

increase, 

The second part of the hypothesis statement is that Dental 

Corps officers' decision to join the service, or factors they 

believe influence officers to join today, are also affected in 

the same way by the factors related to job satisfaction and 

commitment.  The expected variables related to job satisfaction, 

and their direction of influence are the same as for part one. 

The expected variables related to commitment are the same, with 

the exception and exclusion of AEGD-1 commitment.  An AEGD-1 

commitment is incurred after joining.  For this part of the 

hypothesis, AEGD-1 is included in education and training 

opportunities available in the Army if they join. 

The third part of the hypothesis statement is that the 

leadership of the Army Dental Corps is perceived by officers as 
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being aware of, concerned about, and taking as much 

action as possible involving pay issues.  Also hypothesized, 

though, is that the leadership is perceived as not being aware 

of other issues of concern related to job satisfaction. 

The study by Kim, et al. (1996) of determinants of career 

intent among physicians provides a guide for the use of 

variables and their categorization for this project.  Many 

variables for this project are predetermined by the questions 

designed for the survey.  For the purpose of this project, the 

dependant variable is career intent, or the intent to stay in 

and make the Army a career.  The development of this variable is 

explained in the methods section.  Job satisfaction is the 

extent to which the dental officers like their jobs.  The 

commitment variable refers to owed loyalty to the Dental Corps 

incurred as an obligation or a sense of duty to country or the 

Corps.  Pay is total pay, and includes salary, special pays, and 

bonuses.  Education and training are used to mean continuing 

professional education and advanced dental specialty training, 

for example, specialty training in orthodontics. 

The distinction is made here between AEGD-1 and AEGD-2. 

AEGD-1 is a one-year, internship-like dental training program 

for recent dental graduates offered the first year upon entry 

into the Dental Corps.  The AEGD-2 is a two year, advanced 

dental specialty training program for the specialty of 

comprehensive dentistry.  Two other operational definitions are 

presented here.  HPSP or Health Professions Scholarship Program 

is a scholarship available upon entering dental school or while 
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in dental school in exchange for an obligation to serve 

on active duty.  ROTC may also lead to an obligation to serve on 

active duty if a student is awarded a ROTC scholarship. 

Methods and Procedures 

This project uses the data obtained from the 1997 Dental 

Officer Recruitment and Retention Survey.  The survey was mailed 

to all 1206 dental officers on active duty with the U.S. Army. 

The initial mailing went out in November 1996.  A second mailing 

for non-returned surveys was done in January 1997.  By the end 

of February, there were 765 survey responses.  The response rate 

of 63 percent provided a sample size of 7 65 active duty dental 

officers. 

Descriptive statistics will indicate frequencies, means, and 

standard deviations for variables of interest.  Frequencies for 

all survey responses are included in Appendix B.  All of the 

independent variables from the survey will be compared with the 

dependant variable, career intent, using Analysis of Variance 

(ANOVA).  This project will focus on independent variables with 

significance of p < .05 using the F-test method.  Multiple 

regression will be used to determine the most significant of the 

independent variables. 

Frequencies, correlation analysis, and crosstabulations will 

be used to analyze relationships of the variables of interest in 

the areas of recruitment and leadership, with the demographic 

variables of rank, AOC, age, type of unit, and gender. 

A copy of the survey is enclosed in Appendix C.  The survey 

consists of 53 Likert-type scale questions, including sub- 
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questions, in the categories of career intentions, career 

influences, recruitment, and leadership.  There are an 

additional 34 questions related to demographics, and four final 

questions designed to elicit comments involving reasons for 

joining the Army Dental Care System (ADCS), reasons for 

remaining in the ADCS, reasons for leaving the ADCS, and 

additional comments. 

Data from the survey was entered into a spreadsheet for 

statistical analysis using the Statistical Package For The 

social sciences (SPSS).  Survey responses for 100 surveys were 

cross-checked with the data entered into the statistical program 

to evaluate the accuracy of entry of the data used for this 

project.  There were no discrepancies between the actual 

responses on the surveys and the data entered in SPSS.  The 

career intentions category included 13 Likert-type scale 

questions with a range from 1 to 5, with 1 being extremely 

unlikely and 5 being extremely likely.  The questions included 

five which were designed to determine respondents intentions 

ranging from "making the Army a career" (staying for 20 years or 

more) to "intending to leave after completion of my present 

tour".  These five questions were re-coded and combined to form 

the dependent variable for this project. 

The dependent variable is "career intent", meaning intent to 

stay, or intent to stay in the Dental Corps as a career.  The 

following survey questions were re-coded and combined to form 

career intent: "I intend to make the Army a career (stay for 20 

years or more)", "I intend to leave in 5 or more years", "I 
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intend to leave in 3 to 4 years", "I intend to leave in 

less than 3 years", and -1  intend to leave after completion of 

my present tour".  Combining these five questions created a 

career intent variable with a Likert range from 5 to 1, with 5 

indicating extremely likely to make the Army a career and 1 

indicating extremely unlikely to make the Army a career.  The 

new career intent variable was then validated by using the 

crosstabs function of SPSS. 

The category of career influences consisted of 26 Likert- 

type scale questions with a range from 5 to 1, with 5 being a 

strong positive influence and 1 being a strong negative 

influence.  Two spaces in this area were available for write-in 

responses and their ratings.  Any responses made here were not 

included in the analysis because only a few respondents provided 

input here, and because when used, responses were typically 

repeated in the comments area. 

The recruitment category contained eight Likert-type scale 

questions ranging from 5 to 1, with 5 referring to high value 

and 1 referring to no value.  Three of the questions, 20,22, and 

24, were designed to determine the value postgraduate education, 

the HPSP, and the AEGD-1 had on the respondents' decisions to 

join the Army.  The other five were focused on respondents' 

feelings about the value those factors, an accession bonus, and 

special pay increases have on dentists' decisions to join today. 

The leadership category included six Likert-type scale 

questions to determine dental officers' perception about the 

leadership's awareness, concern, and inclination to take action 
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concerning pay issues and other issues identified in the 

survey.  The range was from 5 to 1, with 5 meaning they strongly 

agree and 1 meaning they strongly disagree.  The questions in 

this category and the three preceding categories included a 

space for a response of Mon't know" or "N/A".  Responses that 

indicated this were considered the same as missing variables and 

excluded from the analysis. 

The first ten questions of the demographics category 

included: gender, marital status, age, AOC, type of unit 

assigned to, rank, year of graduation, year entered active duty, 

years of service (YOS), and number of overseas tours.  AOC means 

area of concentration (AOC) and indicates their dental specialty 

area, except for 63A and 63R.  63A refers to a general dentist 

without specialty training, and 63R refers to the area of 

command.  63Rs generally have training in a specialty area, but 

specialty training is not required for that designation.  The 

remaining questions in this category request yes or no answers, 

except for 49a which asks for a number of years from 1 to 4 if 

they were in the HPSP.  This refers to the number of years an 

individual was on the scholarship and equates to the number of 

years of commitment incurred by the individual.  And, 50a asks 

for a dollar amount of debt the respondent had upon entering 

active duty. 

The comments area provided four sub-areas eliciting write-in 

responses.  The first sub-area allowed respondents to list their 

three reasons for joining the ADCS.  The second area was for 

their list of three reasons for remaining in the ADCS.  The 
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third area was for their three reasons for leaving the 

ADCS.  This area allowed for existing reasons why they would 

leave or potential situations, that if existed, would cause them 

to leave.  The forth area was for any additional comments. 

Responses for 100 surveys were reviewed to establish common 

trends and themes.  From this initial review, from 10 to 17 

categories were developed for each sub-area, into which all 

verbatim responses were placed.  These categories were defined 

as individual variables in SPSS and the data from the surveys 

entered.  Variables were coded as 1 for yes if listed by the 

respondent and 0 for no if not listed by the respondent.  Zeros 

were entered for variables if no write-in response was provided. 

If the same write-in response was listed two or three times in 

the same sub-area of a survey, it was only entered once as a yes 

for that variable, for that respondent. 

Tables 1 through 4 provide a description of the category 

variables for each sub-area. 
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Table 1. 

category Variables for the Sub-area: List Your Three Reasons for 

Joining the ADCS 

I Residency training opportunities/dental specxairy .raining 

l\     ^uSty^S^professJLal practice/professional  association 
4. HPSP/ROTC commitment . ,  -,   „4- 
5. Gain clinical experience/professional development 
6. Duty/service to Country/Army/ADCS 
7*.  Retirement benefits/security ^^ r.r-i nr ^.f^rvice 
8 Family association/acceptance with military or prior service 
9 Military life/military training/assignments     , ^. , .^y, 
10. Financial reasons: save money, ^-^l^f'^l'-'^Ztsof    ' 
11 High start-up cost of private practice, high stress ot 

private practice, undecided about practice location 
12. Military draft considerations 
13*. Opportunities for a variety of jobs  _ _  
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Table 2. 

category Variables for the Sub-area: List Your Three Reasons for 

Remaining in the ADCS 

1.  Dental specialty training/residency training/educational 

opportunities ^^f^/^^h satisfaction/professional 2  Quality of professional life/]ob satisracx-xun/p 
mentoring/group practice setting/quality people 

3. Travel/adventure of military life 
4. Retirement benefits/security 
5*.  Duty/service to Country/Army/ADCS 

6. Good assignments • e.4-v-=+-■).r<=> 
7. Variety of job opportunities(teaching, administrative, 

leadership, command) 
8. Gain clinical practice experience 
9. Poor civilian economy 
10. No cost for residency/dental specialty ^^^„r.^tsr 
11 Military training and advancement/promotion opportunity 
12: FamilJ Issues(children in school, spouse working, spouse on 

active duty) 
13 Undecided about life after the military 
14. Commitment to soldiers/Army field units 
15 Obligation to fulfill(HPSP, ROTC, AEGD-1, dental 

specialty/residency training program)       .Ho^n^i-P -iob 
16. Financial reasons: save money, adequate oav, adequate 30b 
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Table 3. 

category Variables for the Sub-area: List Your Three Reasons for 

Leaving the ADCS 

1  Age/retirement/start next career 
2. Poor compensation/low pay/pay inequities       „^^^-.^n (PC<=i) 
3. TOO many moves/frequency of permanent change of station (PCS) 

4  Poorly treated concerning assignments/jobs, limited 

S.     ri:i?^:Tonl^Tsl.^^lity  of Civilian life,.ids in school, 
spouse's employment) _ 

6 Decreasing resources(dollars, supplies, people) 
7 Non-select for residency/specialty training 
8. Deteriorating Dental Corps/lack of ^-f^^^^ P^JP^^J^^^J.^ 

vision(decreasing esprit de corps/morale and lip service 
like "the Corps has never been better") 

9  Downsizing Army(decreasing locations, benefits, concern for 
retirees) and unappreciative Army leadership 

10. No longer making a contribution or having fun 
11. Unaware/unresponsive senior leadership 
12. Available civilian jobs/opportunities       ,     ^   -^ 
13. Non-select for promotion/poor promotion rates/unfair 

promotion criteria .       c,-,r^r^r,-rt 
14. Poor Quality of Practice(materials, auxiliaries, lab support, 

procedures, limited scope of practice) 
15. Potential deployments 
16 Quality of life issues 
17 Lack of job satisfaction(career stagnation, emphasis on 

miUtary-type training and assignments, lack of professional 
development, administrative requirements, un-rewarded 
efforts, not in control of practice, not practicing m 
specialty area)  .^ —  
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Table 4. 

Additional Comments 

1. Inadequate pay package/compensation/mcentives 
2. Uncertain future for Dental Corps 
3 Poor clinic/mid-level leadership 
4 Poorly treated concerning assignments/^obs cnnnort 
5'  Poor Quality of practice(materials, auxiliaries, lab support, 

procedures, limited scope of practice)     ^^^y,^^.^  on 
6.  Lack of job satisfaction(career -^agnation emphasis on 

military-type training and assignments lack °f PJ^f^^^^^"^"' 
development, administrative requirements, un-rewarded 
e?for?s, noi in control of practice, not practicing m 

7 Tof :enLr-?:lel leadership (short sightedness, allowing 
'  selection of younger officer for specialty training, 

p?odSction focus of the 1980s, lack of devotion to younger 
. officers and the Corps, unaware of actual working conditions) 

8 Poor promotion rates/criteria 

lo.  ZVl  ?e^criier:pri"r;rrainin./wa„t a specialty training 
opportunity —^ —  
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The distinction is made here between military 

training and residency training.  Military training includes 

activities such as combat skills and airborne training, and 

residency training refers to dental specialty training or 

postgraduate specialty education. 

The validity of the category variables developed from the 

write-in responses was verified using crosstabulations and 

related Likert-type questions from the body of the survey.  For 

example, crosstabulations indicated a high percentage, 88%, of 

those including "the opportunity for residency training" as a 

reason for joining the ADCS, also indicated "the opportunity for 

postgraduate education" had a positive or strong positive 

influence on their career planning.  Similarly, 90% of those 

including "opportunities to travel" as a reason to join the ADCS 

also indicated "travel" had a positive or strong positive 

influence on their career planning. 

Crosstabulations was used in the same manner to validate the 

category variables for the areas of "reasons for remaining", 

"reasons for leaving", and "additional comments" with related 

variables from the body of the survey.  This process indicated 

the validity of variables developed from the write-in responses. 

A final variable of interest is the respondent's location at 

the time of the survey.  Each survey is identified with a 

tracking number.  The number identifies the duty assignment 

location to which surveys were sent.  The location variable is 

sub-divided into 30 variables for entry into SPSS. Twenty-four 

are major dental activities in the United States, four are 
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overseas locations (Europe, Panama, Japan, and Korea), 

and the remaining two are labeled non-clinical and clinic 

commands.  The last two do not identify geographic location. 

Non-clinical includes those dental officers working in positions 

outside of clinical facilities, such as administrative and 

special assignment positions.  Non-clinical does not refer to 

clinical dentists assigned to non-dental organizations.  Clinic 

command includes 13 relatively small, clinical facility 

locations in the United States.  Clinic commands were grouped 

together in an attempt to limit the number of total location 

variables and because the number of individuals assigned to each 

clinic command is small compared to dental activities. 

A preliminary study of the results of the survey used for 

this project considered a limited number of independent 

variables related to retention of dental officers (Cook, 

Goodman, Jennings, & McClary, 1997).  The variables found to 

influence career intent for dental officers were related to 

satisfaction, commitment, rank, age, AFS, and AOC.  The most 

significant variables related to dental officers' career intent 

included: fulfilling an initial commitment, presently in 

specialty training, future special pay increases, increase in 

special pay ($8K to $12K/yr), and years of active federal 

service (AFS). 

Future special pay increases and an increase in special pay 

($8K to $12K/yr) both significantly, positively influence dental 

officers' intent to stay in the Army.  And, those presently in 

specialty training were significantly more likely to stay in and 
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ke the Army a career.  Fulfilling an initial commitment 

and increasing years of AFS inversely influence intent to stay 

in the Army.  Those fulfilling an initial commitment were more 

likely not to stay in the Army, and those with more years of AFS 

are significantly more likely to not stay in the Army (Cook, et 

al. 1997). 

This management project will completely consider all 

available variables related to dental officers' career 

intentions, feelings about recruitment, and perceptions of the 

leadership of the Dental Corps.  The project will determine the 

most salient factors that affect officers' decisions to remain 

in or leave the service.  The project will identify factors that 

affect officers' decisions to join the service, and factors they 

feel affect officers' decisions to join today.  The project will 

determine officers' perceptions of the leadership of the Dental 

Corps.  This information will help senior leaders develop a 

strategic plan involving recruitment and retention of dental 

officers and aid in the overall management of the Dental Corps. 

Results 

Frequencies for gender, age, and education were determined 

for the survey sample.  The sample included 674 males and 75 

females, with 16 gender variables missing.  The following age 

groups for the sample show the age distribution: 68 age 25-30 

years, 95 age 31-35, 126 age 36-40, 244 age 41-45, 156 age 46- 

50, and 63 over age 50.  There were 13 missing age variables. 

Five-hundred-fourteen had received specialty training, 227 had 

not, with 24 missing for this variable. 
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concerning the area of retention, the factors found to 

be significantly related (p < .05) to ^Untent to stay in the 

Army" are presented in Table 5.  These factors fall into the 

categories of pay, training and education, job satisfaction, 

quality of life, location, leadership, and chronological 

factors.  The descriptive statistics for these variables are 

presented in Table 6. 

The regression equation developed to predict Dental Corps 

officers' intentions to stay in the Army (using variables 

significant at p <= .01 and n => 80% included) was significant, 

F(29,574) = 8.073, p < .0001 (multiple R = .538, R' = .290).  The 

most salient variables (with simple r% betas, and significance) 

are presented below in Table 7. 

Table 7. 

Most Salient Variables Predictive of Intent 

Presently in initial commitment 
Dental Corps years of service 
Presently in specialty training 
Influence of future special pay increases 
"Moonlighting" while on active duty 
Assigned at West Point 
Special pay increase (4-8KA^R) 
Assigned in Europe 
Low pay a reason for leaving the ADCS 
Special pay increase (8-12KA^R) 

.136 
-.115 
-.217 
.258 
.171 

-.115 
.337 
.099 
.100 
.341 

F(29, 574) = 8.073, p < .0001 (multiple R = .538, R - .290) 

Beta 
.181 

-.180 
-.147 
.134 
.095 
-.092 
.187 
.088 

-.088 
.142 

Significance 
.0001 
.0001 
.0001 
.002 
.010 
.010 
.011 
.016 
.024 
.026 
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Table 5, 

Factors Significantly Related to Intent (p < .05) 
  I     ' ' I f" Via' 

Special pay increase (S-IIKA'R) 
Special pay increase (4-8K/YR) 
In initial commitment and plan to stay in 
Influence of fiiture special pay increases 
Special pay increase (>12K/YK) 
Special pay increase (l-4Ky YKj 
Presently in specialty training 
"Moonlighting" while on active duty 
Special pay paid in "lump sum" 
Influence of quality of life 

84.067 
81.311 
63.929 
43.879 
37.379 
36.458 
32.872 

Influence of family acceptance 
Awarded a HPSP 
Presently in initial commitment 
Influence of duty assignments 
Army life a reason for joining the ADCS 
Special pay paid as combination payments 
Influence of frequency of moves (PCS) 
Influence of military-type training 
Influence of professional satisfaction 
Dental Corps years of service 
Assigned at West Point 

20.332 
17.135 
16.381 
15.396 
14.551 
12.740 
11.132 
11.984 
11.283 
10.033 
9.926 
9.283 
9.124 

Influence of possibility of deployment 
Assigned at Ft. Gordon 
Influence of recent special pay increase 
Influence of Esprit de Corps 
Special pay paid monthly 
Influence of professional development 
Influence of pay 
Low pay a reason for leaving the ADCS 
Assigned in Europe 
Participated in financial assistance program 
Age/retirement a reason for leaving ADCS 
Military life a reason for remaining 
Opportunity for specialty training 

9.062 
9.037 
8.253 
7.912 
7.830 
7.795 
7.222 
7.012 
6.846 
6.644 
6.568 
6.313 
6.160 

Participation in MOOTW 
ROTC/HPSP commitment reason to join 
Value of HPSP on decision to join ADCS 
Assigned to a non-clinical ADCS position 
Assigned at Ft. Irwin 
Years Active Federal Service (AFSJ 
Non-select for promotion a reason to leave 
In private practice before active duty 
Service to country a reason to remain 
Senior leadership is taking action 

6.131 
6.069 
5.983 
5.843 
5.819 
5.675 
5.662 
5.338 
4.980 
4.893 

Specialty training a reason to join ADCS 
No longer fiin/contributing reason to leave 
Committed to TOE a reason to remain 
Too many moves (PCS) reason to leave 

4.556 
4.525 
4.408 
4.150 
3.968 

Sig 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.0001 
.001 
.001 
.001 
.002 
.002 
.002 
.003 
.003 
.003 
.004 
.005 
.005 
.005 
.007 
.008 
.009 
.010 
.011 
.012 
.013 
.014 
.014 
.015 
.016 
.016 
.017 
.018 
.021 
.026 
.027 
.033 

Pearson's r 

.034 

.036 

.042 

.047 

.341 

.337 
-.612 
.258 
.233 
.233 

-.217 
.171 
.162 
.155 
.154 
.145 
.136 
.128 
.132 
.131 

-.121 
.127 
.117 

-.115 
-.115 
.116 
.110 
.109 
.107 
.110 
.103 
.102 

-.100 
.099 

-.098 
-.096 
.095 
.097 

-.095 
-.094 
-.121 
.092 
-.091 
-.092 
.088 

-.086 
.085 
.083 
.081 

-.080 
.078 

-.076 

R^ 
.116 
.114 
.374 
.065 
.054 
.054 
.047 
■029 
.026 
.024 
.024 
.021 
.019 
.016 
.017 
.017 
.015 
.016 
.014 
.012 
.013 
.013 
.012 
.012 
.011 
.012 
.011 
.010 
.010 
.010 
.010 
.009 
.009 
.009 
.009 
.009 
.015 
.009 
.008 
.008 
.008 
.007 
.007 
.007 
.007 
.006 
.006 
.006 
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Table 6, 

n...H.ti.e Stati.tic^ of r.^  Significant Variables   ^ 

Intent 
Special pay increase (8-12KA^R) 
Special pay increase (4-8K/YR) 
Initial commitment and plan to stay in 
Influence of fiiture special pay increases 
Special pay increase (>12KAfR)  

Special pay paid in "lump sum" 
Influence of quality of life 

Special pay increase (l-4KA?Tl) 
Presently in specialty training 

Mean 
3.5800 
4.0597 
3.5028 
1.6048 
3.7157 
4.6308 
3.0618 

Std. Deviation 

"Moonlighting" while on active duty 

Influence of family acceptance 
Awarded a Hl'^ 
Presently in initial commitment 
Influence of duty assignments 
Army life a reason for joining the ADCS 

1.8966 
1.9000 
3.8883 
3.7331 
3.6107 
1.7441 
1.8696 
3.5399 

.1200 

Special pay paid as combination payments 
Influence of frequency of moves (PCS) 
Influence of military-type training 
Influence of professional satisfaction 
Dental Corps years of service 
Assigned at West Point 
Influence of possibility of deployment 
Assigned at Ft. Gordon 
Influence of recent special pay increase 
Influence of Esprit de Corps  
Special pay paid monthly 

3.9793 
2.2846 
2.9430 
4.0552 
2.7100 

.0118 
2.4295 

.0575 

Influence of professional development 
Influence of pay 
Low pay a reason for leaving the ADCS 
Assigned in Europe 
Participated m fmancial assistance program 
Age/retirement a reason for leaving ADCS 
Military life a reason for remaining 
Opportunity for specialty training 
Participation in MOOTW 

2.9152 
3.6623 
3.7715 
4.1667 
2.8492 

.5000 

.1300 
1.9763 

.2000 

ROTC/HPSP commitment reason to join 
Value of HPSP on decision to join ADCS 
Assigned to a non-clinical ADCS position 
Assigned at Ft. Irwin 
Years Active Federal Service (AFS) 
Non-select for promotion a reason to leave 
In private practice before active duty 

.4100 
4.2195 
1.8250 
.2400 

3.0265 
.0706 
.0105 

13.623 
.0654 

Service to country a reason to remain 
Senior leadership is taking action 
Specialty training a reason to join ADCS 
No longer fiin/contributing reason to leave 
Committed to TOE a reason to remain 
Too many moves (PCS) reason to leave 

1.7937 
.0693 

3.3622 
.4900 
.0183 
.0052 
.1800 

1.1500 
.8813 
.8462 
.4909 
.8891 
.6513 
.8262 
.3047 
.3002 
.8287 

1.1354 
1.1947 
.4367 
.3370 

1.0988 
.3300 
.8233 

1.0328 
.9205 

1.0116 
1.0600 
.1100 

1.0008 
.2300 
.9710 
.9410 
.7637 
.7637 

1.3976 
.5000 
.3400 
.1521 
.4000 
.4900 
.9055 
.3802 
.4300 

1.7465 
.2600 
.1000 

6.7687 
.2500 
.4049 
.2500 

1.1937 
.5000 
.1300 
.0722 
.3800 

679 
720 
714 
124 
693 
734 
712 
754 
760 
716 
753 
709 
762 
759 
752 
765 
725 
759 
684 
761 
765 
765 
752 
765 
743 
743 
709 
709 
756 
765 
765 
761 
765 
765 
729 
760 
765 
452 
765 
765 
748 
765 
761 
765 
740 
765 
765 
765 
765 
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The variable "In an initial commitment and plan to 

stay in the Army" has the greatest correlation with the 

dependent variable, but the number of responses included is very 

low (n = 124, or 16%).  Similarly, the variable "Value of HPSP 

on decision to join the ADCS" has a low number of included 

responses (n = 452, or only 59%).  These two variables are not 

used in the regression analysis. 

AS the correlation values in the tables indicate, the 

relationships between variables in this study are generally 

weak.  However, the relationships are very significant in many 

cases, and the sample size of 765 for this study is very large 

compared to the total population of active duty Army dental 

officers, 1206.  The sample is over 63% of the population and 

very representative of the population, so even small correlation 

values that are significant are important for this study (Cooper 

& Emory, 1995). 

The direction of the correlation value (Pearson's r) in 

Table 5, indicates whether the variable influences officers' 

intent to stay in the Army (positive value), or whether the 

variable influences officers' intent to Leave the Army (negative 

value), except for certain variables.  Because of the coding of 

some survey questions, 1 for "Yes" and 2 for "No", the variable 

"Presently in specialty training" influences officers to more 

likely intend to stay in the Army.  The variables, "Presently in 

an initial commitment", "Opportunity to moonlight", and "Awarded 

a HPSP", are related to officers intentions to leave the Army. 
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"Dental Corps years of service" and "Years of Active 

Federal Service" have negative r-values meaning, as years in 

service increase, officers are more likely to intend to leave 

the Army.  These relationships require more in-depth evaluation 

and explanation to provide clarity, and this will be provided in 

the discussion section.  Basically, officers with less than six 

DCYOS or more than 18 DCYOS are more likely to intend to leave 

the Army.  Furthermore, there is a high correlation between 

DCYOS and years of AFS (r = .957), between AFS and rank (r = 

.899), between AFS and age (r = .876), DCYOS and rank (r = 

.863), and rank and age (r = .828).  The relationship between 

DCYOS and rank will help explanations in the discussion. 

Generally, captains have 0 < 6 DCYOS, majors 6 < 12, lieutenant 

colonels 12 < 18, and colonels have 18 or more DCYOS. 

Variables not significantly related (at p < .05) to "intent 

to stay in the Army" included age, gender, rank, marital status, 

AOC, type of unit, travel opportunities, and comments in the 

Additional Comments section of the write-in responses.  While 

some of the significant variables are from the categories of 

leadership, location, reasons for joining, reasons for 

remaining, and reasons for leaving, most variables in these 

categories are not significantly related to the dependent 

variable.  Seven of eight leadership variables, 25 of the 30 

location variables, 10 of 13 reasons for joining, 13 of 16 

reasons for remaining, and 12 of 17 reasons for leaving are not 

significantly related to "Intent to stay in the Army".  In 

total, of the 161 independent variables included in this study. 
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113 were not significantly related (at p < .05) to the 

dependent variable. 

Concerning the area of recruitment, the correlation table in 

Table 8 shows the 24 variables associated with recruitment and 

their correlation with rank, AOC, age, type of unit, and gender. 

Table 8. 

Correlation Table for Recruitment Variables 

Army life a reason for joining the ADOS 
Military association a reason for joinEg 
Draft considerations a reason for joining 
To gain experience in dentistry a reason to join 
A job opportunity a reason for joining 
High practice costs a reason for joining 
High quality of practice a reason for joining 
Retirement benefits/security a reason to join 
ROTC/HPSP commitment a reason to join 
Save money a reason for joining 
Service to tiie country a reason for joining 
Specialty training opportunity a reason to join 
Travel opportunities a reason for joining 
Postgraduate education & their decision to join(R20) 
Postgraduate education & Army's effort to recruit(R21) 
HPSP & your decision to join(R22) 
HPSP & Army's effort to recruit(R23) 
AEGD-1 yr & your decision to join(R24) 
AEGD-1 yr & Army's effort to recruit(R25) 
Accession bonus & Army's effort to recruit(R26) 
Special pay increases & Army's effort to recruit(R27) 
Awarded a HPSP(U49J 
Influence of AEGD-1 yr on decision to join(D52) 
In private practice prior to joining ADCS(D59) 

Rank 
ns 
ns 
149*** 

ns 
ns 
.102* 
.151 *** 

ns 
-.086* 
ns 
ns 
ns 
ns 
ns 
.103" 
ns 
.144* ** 

-.118** 
.086* 
ns 
ns 
.073" 
.180*** 

AOC 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
-.072* 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
-.083* 

Age 
ns 
ns 
.148* 
ns 
ns 
ns 
.173* ** 

ns 

-.100** 

.144*** 
ns 
ns 
ns 
ns 
ns 
.118*** 
-.107* 
.096* 
.190* :|i* 

ns 
ns 
ns 

ns 
ns 

.125 ;*** 

.236* ** 

Unit 
ns 
ns 
ns 
ns 
ns 
.073* 
ns 
ns 
ns 
-.080* 
ns 
.074* 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
-.084* 
-.092* 

In private practice prior to joining ADCS(D59) |-.085*       | ns |-.226 | ns 
*** Significant at .001 level. ** Significant at .01 level, * Significant at .05 level, ns Not significant 

Gender 
ns 
-.112** 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
.079* 
ns 
.084* 
ns 
ns 
ns 
ns 
ns 
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The significant relationships between the recruitment 

variables and the five selected variables are all generally 

weak,  only two correlation values are greater than .20 and both 

are related to age.  The "Influence of a chance to participate 

in an AEGD-1 year program on one's decision to join" was coded 1 

for "yes" and 2 for "no", so the positive value of .236 

indicates that an AEGD-1 year program had more influence on 

younger officers.  This recruiting variable is also 

significantly related (at p <=  .001) to rank.  The variable has 

more influence on more junior officers.  The variable "In 

private practice prior to joining ADCS" was coded the same, so 

the value of -.226 indicates that a private practice background 

is more related to older officers than younger officers. 

Figures 1 and 2 show the actual crosstabulation relationships 

for age and these two variables. 
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Demographics 36, Age 

Figure 1.  Crosstabulation of Age and Influence of the AEGD-1 
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Demographics d59, Were 
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Demographics 36, Age 

Figure 2.     Crosstabulation of Age and Prior Private Practice 
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Seven other recruiting variables are significantly 

related (at p <= .001) to either age or rank, although the 

relationship is very weak.  Coding for the following three 

variables was 0 for "No" and 1 for "Yes".  "Draft considerations 

a reason for joining" is obviously related to more senior 

ranking officers.  "Quality of practice a reason for joining" is 

related to both age and rank, and to the older, more senior 

officers.  "ROTC/HPSP commitment a reason to join" is inversely 

related to age, indicating that this variable is more related to 

younger officers.  The following three variables are coded from 

5 to 1, high value to no value.  "The value that the opportunity 

for postgraduate education has on the Army's effort to recruit 

new dental officers" is related weakly to increasing age.  "The 

value that the HPSP has on the Army's effort to recruit" is 

weakly related to increasing rank.  "The value that the 

opportunity of an AEGD-1 program had on your decision to join 

the Army" is weakly, inversely related to age.  "Awarded a HPSP" 

was coded 1 for "Yes", 2 for "No", and is weakly, inversely 

related to increasing age. 

Crosstabulations for all recruiting variables significantly 

related (at p <= .05) to rank, AOC, age, type of unit, or gender 

are included in Appendix D.  Also included in this appendix are 

crosstabulations for the three most cited reasons for joining, 

with the five selected variables. 
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Total frequencies for all the recruiting variables are 

presented in Table 9.  The percentages indicate affirmative 

responses for "Yes-No" type variables and the combination of 

"High value'V'Some value" responses for R20-R27. 
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Table 9. 

Frequencies for Recruitment Variables 

Army life a reason for joining the ADCS 
Military association a reason for joining 
Draft consideratidns a reason for joining 
To gain clinical experience in dentistry a reason to join 
A job opportunity a reason for joining 
High practice costs a reason for joining 
High quality of practice a reason for joining 
Retu-ement benefits/security a reason to join 
ROTC/HPSP commitment a reason to join 
Save money a reason for joining 
Service to the country a reason for joining 
Specialty training opportunity a reason to join 
Travel opportunities a reason for joining 
"Postgraduate education & their decision to join(R20) 
Postgraduate education & Army's effort to recruitCRZlf 
HPSP & your decision to join(R22) 
HPSP & Army's effort to recruit(R237 
AEGD-1 yr & your decision to join(R24) 
AEGD-1 vr & Army's ettort to recruit(R25) 
Accession bonus & Army's effort to recruit(R26) 
Special pay increases & Army's effort to recruit(R27) 
Awarded a HPSP(D49) 
Influence of AEGD-1 yr on decision to join(D52)^ 
In private practice prior to joining ADCS(D59) 

%Yes 
8.2 

12.2 
1.7 

31.0 
2.4 
9.3 

14.5 
9.7 

23.7 
18.2 
12.9 
49.2 
44.3 

25.5 
28.1 
20.5 

% indicating "High/Some Value" 

68.7 
79.1 
42.3 
85.7 
48.7 
78.2 
91.0 
77.4 
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concerning the area of leadership, the correlation 

table in Table 10 shows the 10 variables associated with 

leadership and their correlation with rank, AOC, age, type of 

unit, and gender. 
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Table 10. 

Correlation Table for Leadership Variables 

Feel leadership is aware of issues in the survey(L28) 
Feel leadership is concerned about the issues(L29) 
Feel leadership is taking action to address issues(L30) 
Feel leadership is aware of pay issues in the survey(L31) 
Feel leadership is concerned about pay issues(L32) 
Feel leadership is taking action to address pay issues(L33) 
Influence of mentorship on career plannmg(CF14g) 
Unaware leadership a reason to leave the ADCS 
Poor clinic level leadership  
Poor senior level leadership 

Rank 
134 *** 

192 4c Hoc 

129 iii*>i> 

135* 
166*** 
136 >i>*>i> 

099* 
ns 
ns 
ns 

AOC 
ns 
ns 
.085* 
ns 
-.077* 
ns 
.092* 
ns 
ns 
ns 

Age 
127 *♦♦ 

167* ** 

119 *** 

103 ** 

142* 
110** 

ns 
ns 
ns 

♦** Significant at .001 level, ** Significant at .01 level, * Si; 

ns 

Unit 
ns 
ns 
ns 
-.098* 
ns 
ns 
ns 
ns 
ns 
ns 

jnificant at .05 level, ns Not Significant 

Gender 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
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The significant relationships between the leadership 

variables and rank and age are very weak.  The variables L28-L33 

are coded from 5 to 1, with 5 being strongly agree and 1 being 

strongly disagree.  Feelings about the leadership are weakly, 

directly related to rank and age.  The senior, older officers 

feel more positively about the leadership.  Figures 3 thru 8 

show the crosstabulations for rank and the most significant (at 

p <= .001) leadership variables.  More senior ranking officers 

tend to strongly agree more that the leadership is aware, 

concerned, and taking action to address the issues identified in 

the survey, including the specific pay issues.  The mid-grade 

officers tend to strongly disagree more that the leadership is 

concerned, and taking action, particularly with pay issues. 

Majors consistently had the lowest mean score for all variables 

L28-L33, where lower values indicated more disagreement, and 

less of a positive feeling about the leadership. 
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Figure 3. Crosstabulation of Age and Feeling about Leadership 

Awareness of Identified Issues 
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Figure 4. Crosstabulation of Age and Feeling About Leadership 

Concern with Identified Issues 
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Figure 5. Crosstabulation of Age and Feeling About Leadership 

Taking Action to Address Identified Issues 
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Leadership 131, 
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100H 
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           lagree 
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Demographics 39, Rank 

Figure 6. Crosstabulation of Rank and Feeling About Leadership 

Awareness of Specific Pay Issues 
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Figure 7. Crosstabulation of Rank and Leadership Concern with 

Specific Pay Issues 
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Figure  8.   Crosstabulation of Rank and Feeling About Leadership 

Taking Ac rtion  to Address  Specific Pay Issues 
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fippendix E contains cros.tabulations for leadership 

variables significantly related (at p <- .05> to rank, AOC, age, 

type of unit, or gender.  Total frequencies for all the 

leadership variables are presented in Table 11.  The percentages 

indicate affinnative responses for "Yes-No" type variables, the 

co-nbination of "Strongly agree/Agree" responses for L28-L33, and 

the combination of "Strong positive influence/Positive 

influence" response for the mentorship variable, CF14g. 

Table 11. 

Frequencies for the Leadership Variables 

FP^I leadership is aware ot issues in the survey(L28)_ 
F>.P1 IPi^dership is concerned about me isbues(L29) 
Trri Irnfirnbt'° ^'■'^'"PJ'^-ti"" to address issues(L30) 
Feel leadership 
Feel leadership 
Feel leadership 

is aware of pay issues in the survey(L31) 

IS concerned about pay issues(L32) 

% Strongly 
Agree/Agree 
75.6 
63.5 
55.3 
76.6 

tc tpVing action to address pay issues(,i.33) 
Influence ofmentorship on career planning(CF14g) 
Unaware leadership a reason to leave the ADCS— 
Poor clinic level leadership  .  
Poor senior level leadership    ^ ^  

63.1 
57.8 

% Strong Positive/ 
Positive Influence 

%Yes 

80.0 
7.5 
4.3 
5.1 

The significant relationships (at p <= .01) between the 

leadership variables and the locations are weak, and are shown 

in Table 12.  Positive r-values do indicate a positive 

relationship, and negative values indicate an inverse 

relationship between variables.  Officers assigned to non- 

clinical positions generally have a positive view of the 

lea(dership. 
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Table 12. 

Correlation Values for Leadership Variables and Locations 

Feel leadership is aware of issues in the survey(L28) 
Feel leadership is concerned about the issues(L29) 
Feel leadership is taking action to address issues(L30) 
Feel leadership is aware of pay issues m the survey(L31) 
Feel leadership is concerned about pay issues(L32) 
Feel leadership is taking action to address pay issues(L33) 
Influence of mentorship on career planning(CF14g) 
Unaware leadership a reason to leave the ADCS 
Poor clinic level leadership 

ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
.189** 
ns 

-.097* 
ns 
ns 
.126 ** 

-.098* 
ns 
ns 
ns 
ns 
ns 

ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
.163* 
ns 

K 
ns 
ns 
ns 
ns 
ns 
-.105" 
ns 
ns 
ns 
ns 

N 

.207** 

157** 
147** 

152*" 
161** 
,213 ** 

ns 
ns 
ns 
ns 

W 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 
ns 

Poor senior level leadership i "" T    , ■—'—v v^l^„ XT xirx^ riiniral' 
** Significant at .001 level, * Significant at .01 level, C-Carson, G-Gordon, J-Japan, K-Korea. N-Non-Clmical. 
W-West Point 

.108* 
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Discussion 

in a time when retention and recruitment of dental officers 

is of vital concern to the ADCS and the Army, it is important to 

know what factors influence them to stay in the Army and to Join 

the Army.  The ten factors listed in Table 7 (page 33) most 

significantly influence dental officers' intent to stay in the 

Army.  These most significant factors are related to pay, 

j ^ ■^t„„    „oai-=. of service, commitment, location, education and training, years ol seivn-c 

and the opportunity to moonlight. 

Four of the factors are related to pay, with three of those 

related to special pay increases.  Future special pay increases 

and special pay increases of 4-8K/YR and 8-12K/W significantly 

influence dental officers to stay in the Army.  The influence of 

special pay is not surprising since the survey was conducted 

about a year after the first special pay increase which targeted 

more Junior officers, mostly captains, and board certified 

officers.  Officers with between six and nine years of Dental 

corps years of service (DCYOS), typically junior majors, 

benefited some, as did board certified officers.  Officers with 

less than six years of DCYOS, typically captains, benefited 

most, and those with ten or more years did not benefit at all 

unless they were board certified.  Clearly, special pay was an 

important and sensitive issue at the time this survey was 

conducted. 
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Table 13 shows how, as amounts of special pay 
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increases increase, the percentage of officers reporting a 

"Strong Positive'V'Positive" influence on "Intent to stay in the 

Army" increases. 

Table 13. 

influence of Special Pay Increases on Intent to Stay In the Army 

Special pay mcrease(l-4K/YR) 
Special pay increase(4-8K/YK) 
Special pay increase(8-12KATl) 
Special pay increase(>12KA'R) 

'Strong Positive"/"Positive" Influence 
" ~32% 

66% 
87% 
93% 

The three most significant factors predictive of officers' 

intentions are not directly related to pay, but pay may be an 

issue connected to them also.  First, Officers presently in an 

initial commitment are more likely to get out of the Army, and 

not make it a career.  Only 38% of officers in their initial 

commitment are "Extremely likely"/"Likely" to stay in the Army 

compared to 62% of those not in their initial commitment.  This 

may be the case because the income of officers in initial 

commitments, typically captains in rank, is the lowest of Army 

dental officers, far below the average salary for dentists in 

civilian practice, and they are more likely to have debts from 

dental school to repay. 
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second, DCYOS is inversely related to officers' intent 

to stay in the Army.  Further evaluation of this relationship is 

presented in Table 14, and shows the percentage, by DCYOS, of 

those officers "Extremely likely'V'Likely" to stay in the Army. 

Table 14. 

DCYOS and Intent to Stay in the Army 

DCYOS 0-5 
DCYOS 6-11 
DCYOS 12-17 
DCYOS 18 and > 

"F.xtremelv likelv"/"Likely" to Stay in the Army 
— 41% 

85% 
68% 
41% 

Officers with 18 or more DCYOS either have already made the 

Army a career or can do so soon and retire.  The 68% for the 

officers in the 12-17 DCYOS group indicates that about 32% may 

leave the Army before they reach 20 years, or at the 20 year 

point.  The great majority of those in the 6-11 DCYOS group 

intend to stay in and make the Army a career.  The surprising 

finding is that only 41% of the 0-5 DCYOS group, typically 

captains, intend to stay in; and nearly 60% intend to leave the 

Army. 

Third, officers presently in dental specialty training 

programs intend to more likely stay in the Army.  The coding for 
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this variable was 1 for "Yes", 2 for "No" so, the 

correlation value for this relationship is negative. 

Crosstabulations show that 85% of officers presently in 

specialty training programs are "Extremely likely'V'Likely" to 

stay in the Army, compared to 57% of officers not in programs. 

These officers do incur a year-for-year commitment as a result 

of receiving the educational benefit of the programs, however, 

they do not receive one of the specialty pays, the DASP, during 

the time in the programs.  Providing more junior officer 

opportunities for specialty training may help increase the 

likelihood of retaining them in the Army. 

The inclusion of the opportunity to moonlight as a 

significant factor influencing officers' intent to stay in the 

Army indicates that officers may need this option to supplement 

their income as an Army dental officer.  It is, however, the 

more senior officers who have taken advantage of this option. 

Sixty-eight percent of those who have moonlighted have greater 

j +-^ 1 Qs- o-F i-hnqe with less than six than 12 DCYOS, compared to 18^ ot tnose 

DCYOS. 

Finally, two locations are included in the most significant 

factors influencing officers' intentions.  West Point is 

inversely related to intent to stay in the Army, and Europe is 

directly related to intent.  The reasons for these findings are 

not evident, but it may be a function of the DCYOS of those 
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assigned at these locations at the time of the survey, 

one of the nine assigned at West Point had less than six DCYOS, 

four had between 12-17, and four had more than 18 DCYOS.  The 

raore senior officers may be retirement eligible or close to it, 

and intend to leave the Army.  The relationship between Europe 

and intent to stay is positive.  In Europe, 65% of those 

assigned are in the middle two DCYOS groups, 6-17 DCYOS, and 

this may be influencing intent rather than location itself. 

Ultimately, these findings would require further investigation 

to know the reasons. 

Other variables found to significantly influence officers 

intentions that that need to be addressed include: the HPSP, 

Army life, frequency of moves, professional satisfaction. Esprit 

de Corps, and professional development. 

The HPSP variable was coded 1 for "Yes", 2 for "No", so is 

inversely related to intent to stay in the Army.  Those officers 

awarded a HPSP intend more likely to leave of the Army.  Since 

the HPSP was not available for officers with DCYOS between about 

6 and 15, the relationship with intent indicates the more senior 

officers who used the program intend more likely leave, probably 

when retirement eligible.  Also, the younger officers who had 

scholarships intend more likely to leave.  The HPSP is vital to 

recruiting, and the younger officers who had the program and 

intend to leave may have been much less likely to join had they 
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not had the scholarship.  Once officers join the Army, 

whether on the HPSP or not, efforts must be made to retain them. 

The influence of frequency of PCS moves was inversely related 

to intent to stay.  Clearly, the more often officers are 

required to move their families and disrupt their lives, the 

n.ore their perception of quality of life and family acceptance 

may decline.  Less frequent opportunities to move to new 

locations and to travel, however, was a positive influence on 

officers' intent to stay.  "Army life included as a reason for 

remaining in the ADCS" was directly related to intent to stay in 

the Army, and this variable included opportunities for travel 

and adventure.  So, officers don't appear to be adverse to 

moving as long the PCS moves aren't too frequent. 

The influence of professional satisfaction, professional 

development, and Esprit de Corps are all positively related to 

officers' intent to stay in the Army.  Professional satisfaction 

stems from a good work environment, quality of dental practice, 

a general feeling of being in control of their practice, and a 

feeling of making a difference for their patients.  Clearly, 

this helps to influence officers' intent to stay in the Army. 

Professional development, similarly, influences intent to stay, 

and involves professional growth through experiences and a 

coimnitment to continuing education.  Esprit de Corps is unique 

to military dental practice when compared to other types of 
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dentistry.  The feeling of working together for a common 

cause can have a great positive influence. 

In the area of recruitment, clearly the opportunity for the 

Dental Corps to offer young dentists the AEGD-1 year program is 

advantageous to recruiting.  It has had significantly more 

influence on younger officers' decisions to join the Army, and 

is considered to be of more value in the Army's recruiting 

effort by younger officers.  The ADCS has a limited number of 

available positions in AEGD-1 year programs, but has been unable 

to fill them all in recent years.  Currently, students in the 

HPSP are filling these positions after they graduate and come on 

active duty.  Other students are eligible to apply, but most 

don't meet the application criteria. 

Significantly fewer younger officers, compared to more senior 

officers, were in private practice prior to coming on active 

duty.  This indicates that recruiting efforts are better 

directed at those in dental school, as opposed to those in 

private practice.  Senior leaders are aware of this, and also 

realize that dental students have not yet made a commitment to 

private practice, nor have they been able to start to repay 

their student loans.  Therefore, students, rather than 

practicing dentists, may be more likely to need some of the 

financial benefits the Army can offer, such as the 30K accession 

bonus or loan repayment assistance. 
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The opportunity for postgraduate education, or 

specialty training, was weakly related to increasing age. 

However, the write-in comments indicated that the opportunity 

for dental specialty training was the most frequently cited 

reason for joining the ADCS, at nearly 50%.  This indicates that 

it is very important for recruiting.  The Dental Corps has 

realized that specialty training is important for retaining 

officer and has begun to offer the opportunity to apply for 

these programs even to officers with less than three DCYOS. 

Previously, the requirement was to have three DCYOS in order to 

apply.  An initiative being considered is to offer the 

opportunity to apply for these programs to senior dental 

students as a way to enhance recruiting (Hayes, 1998). 

Travel opportunities was the second most cited reason for 

joining the ADCS, at 44%, but this was not significantly related 

to any of the five selected demographic variables.  However, 

fewer of the younger officers, those between 25-30 years of age, 

listed travel opportunities as a reason to join the Army. 

Figure 9 illustrates this, indicating that marketing the 

opportunity to travel to younger people may not be as productive 

in recruiting as once thought. 
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Comments 64-2, 
Reasons for joining the 
ADCS included the 
opportunity to travel. 

■no 

|yes 

under 25   31-35    41-45   over 50 

25-30    36-40    46-50 

Demographics 36, Age 

Figure 9. Crosstabulation of Age and Travel Opportunities as 

a Reason for Joining the ADCS 

The opportunity to gain clinical experience was the third 

most cited reason for joining the ADCS, at 31%, and was not 

significantly related to the selected variables.  Quality of 

practice, as a reason for joining, was only cited by 14% 

overall, and was significantly, directly related to increasing 

age and rank.  So, although clinical experience and quality of 

practice should be conveyed to dentists during recruiting 

efforts, they may not deserve major marketing emphasis. 

In the area of leadership, first it is important to note 

that only one leadership variable was significantly related to 

officers' intent to stay in the Army, and it was among the five 
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weakest related variables.  So, leadership has only a 

very weak influence on officers' intentions. 

With majors and lieutenant colonels among those more 

unlikely to benefit from the special pay increases provided 

before this survey was conducted, it's not surprising they are 

more likely to strongly disagree or disagree with the statements 

about the leadership being aware, concerned, and taking action 

on issues.  Majors were most dissatisfied with the leadership. 

AS a group, they strongly agreed or agreed about 12% less than 

all officers that the leadership was aware of issues, including 

pay.  They strongly agreed or agreed about 16% less that the 

leadership was concerned with the issues.  And, they strongly 

agreed or agreed about 20% less that the leadership was taking 

action to address the issues.  Due to the timing of this survey, 

the issue of pay probably took precedence, and may have 

overshadowed other issues.  Although majors seemed to be the 

group most dissatisfied with the leadership, this did not 

significantly influence their decisions to stay in or leave the 

Army.  Majors typically have between six and eleven DCYOS, and 

85% of this group reported they were extremely likely or likely 

to stay in the Army. 

I know senior leaders dealing with pay and other issues were 

aware, concerned, and making a great effort to address those 

issues,  possibly a lack of communication, or disruption in the 

lines of communication, prevented all officers from receiving 

updates on the actions being taken at senior leader levels.  The 



Recruitment s Retention   63 

Dental Corps newsletter was on-line at this time, but 

many may not have had access to it and the information. 

one leadership variable was extremely promising.  Eighty 

percent of officers felt that mentorship had either a strong 

positive or positive influence on their career planning.  The 

mentorship program for Junior officers and dental students on 

the HPSP is receiving great emphasis from the senior leadership, 

and appears to be very worthwhile for recruiting and retention. 

The leadership variables correlated negatively with five 

locations.  At Carson, Japan, Korea, and West Point only one 

variable was involved with each location.  Assignment at West 

Point, however, also appeared as one of the most salient 

variables influencing officers' Intent to leave the Army.  The 

small number of officers at this location has already been 

presented.  Three leadership variables correlated negatively 

with assignment at Gordon, however, Gordon also was 

significantly, positively related to intent to stay in the Army. 

This diametric relationship presents an unexplainable finding. 

Dental officers assigned to non-clinical positions, that is 

administrative and special assignment positions, had a positive 

view of the Dental Corps leadership.  Those in these types of 

positions are typically more senior and may be more likely to 

have open lines of communication enabling them to know the 

actions and efforts of the leadership. 
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Conclusions and Recommendations 

The first part of the research question was as follows: What 

were the most significant factors that influenced Army Dental 

corps officers' decisions to remain in or leave the service? 

The second part of the research question: What were the 

significant factors that influenced Dental Corps officers to 

join the service, or factors that they believe influence 

officers to join today? The third part of the research 

question: How did Dental Corps officers feel about the 

leadership of the Dental Corps? 

Four of the most significant factors influencing officers- 

decisions to stay in or leave the Army were expected based on 

the preliminary study of this survey (Cook, et al., 1997). 

Officers presently in an initial commitment in the ADCS are more 

likely to leave the Army.  Officers presently in dental 

specialty training programs are more likely to stay in the Army, 

increases in special pay and possible future increases in 

special pay influence officers to stay in, also.  DCYOS was 

found to influence officers' decisions in this study, rather 

than AFS, which was found in the preliminary study.  These two 

variables are highly correlated, and officers with low or high 

DCYOS are similarly more likely to leave the Army.  Officers 

having from six to eleven DCYOS are most likely to stay in the 

Army, and those having from 12 to 17 are next most likely to 

stay. 

Additional variables were also found to be included with 

those most significantly influencing officers' decisions.  The 
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opportunity to moonlight was significantly related to 

officers' intentions to leave the Army.  One of the write-in 

responses, "Low pay included in the reasons for leaving the 

ADCS", was found to significantly influence officers' to leave 

the Army.  Also, two locations, Europe and West Point, were 

significantly related to officers' intentions.  Europe was 

related to officers' intentions to stay in, and West Point to 

officers' intentions to leave the Army.  The reasons for these 

relationships were undeterminable from the study data. 

The most significant variables, as expected from the 

literature, were related to pay, training and education, and 

chronological factors.  Other significantly related factors were 

related to those categories, and to job satisfaction and quality 

of life, as expected from the literature and the preliminary 

study.  These were presented in Table 8 and in the discussion. 

New variables found to be significantly related to officers' 

decisions included a few locations and one leadership variable, 

variables not found to be significantly related to officers' 

intentions were age, gender, rank, marital status, AOC, type of 

unit, travel opportunities, and any additional comments. 

Clearly, special pay increases will continue to be important 

for retention of dental officers and they should be kept in mind 

for the future.  However, communication should be made clear, 

and everyone should realize that any additional tri-service 

efforts to increase special pay in the next five years would not 

likely be successful.  The primary efforts of the Army Dental 
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Corps, regarding pay, should focus on funding the already 

approved. Dental Officer Multi-year Retention Bonus (DOMRB) for 

all specialties.  The DOMRB was established with the National 

Defense Authorization Act of Fiscal Year 1998, but 

implementation was dependent on the availability of funds 

(Martin, 1997).  The Army Dental Corps is currently able to fund 

this program for limited specialties. 

This study confirms the benefit of providing dental 

specialty training opportunities to younger officers.  Efforts 

should continue to accept eligible officers, who are in their 

initial commitment and otherwise more likely to leave, into 

specialty programs before the end of that initial commitment. 

Once in specialty programs, officers are more likely to stay in 

the Army. 

Efforts should be made to reduce the frequency of PCS moves 

for dental officers, to the extent this is possible and still 

meet the needs of assignment requirements and the Army.  Moving 

too frequently generally influences officers to be more likely 

to leave the Army. 

This study does not explain the relationship between 

assignment locations and officers' intentions to stay in or 

leave the Army.  Further investigation into this area is 

necessary in order to make any conclusions related to locations 

and intentions. 

Since this survey was conducted before the more recent 

increase in special pay, the influence of that increase on 

officers' intentions and feelings is not reflected in the 
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results of this study.  A similar study of active duty 

dental officers would be beneficial to record the effects of the 

recent special pay increase.  It would be best, and most 

efficient, to delay such a study until after funding is 

available to fully implement the Dental Officer Multi-year 

Retention Bonus.  This would allow for the incorporation of the 

influence that all pay changes have on officers' decisions to 

stay in or leave the Army.  The survey could be planned for 

either Fiscal Year 1999 or Fiscal Year 2000, if the DOMRB is 

fully implemented by that time. 

The only leadership variable significantly related to 

officers' intentions was "Feeling that senior leadership is 

•taking action to address issues".  It influenced officers' 

decisions positively, but weakly.  So, leadership had little 

influence on officers' intentions.  None of the write-in 

responses related to leadership were found to be significant. 

Negative feelings about leadership were closely related to the 

group of officers least likely to benefit from the special pay 

increase preceding the survey.  Since these officers did benefit 

from the more recent pay increase, this group's feelings about 

the leadership would likely be more positive in future surveys. 

The significant relationship between leadership and the five 

locations is unexplainable and inconclusive.  Further 

investigation is needed to determine why the feelings about the 

senior leadership varies among some locations.  Since officers 

assigned to administrative and special assignment positions were 

more likely to view the leadership in a positive light, and the 
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influence of mentorship was overwhelmingly positive, more 

direct communication may help enhance officers' perception of 

the leadership.  Younger officers, especially, are in need of 

direct communication and meaningful mentorship simply as a 

result of the generation to which they belong.  This study 

confirms the 

value and importance of the mentorship program, and it is 

recommended that it should continue to receive cormnand emphasis. 

The most significant variable related to recruitment was the 

influence of the AEGD-1 program on more junior officers.  This 

program should be marketed extensively in the effort to recruit 

new dental officers.  With two new Army AEGD-1 program sites in 

Germany and Hawaii, it is imperative the Dental Corps does 

everything possible to fill all of its available positions in 

AEGD-1 programs.  This study also shows that significantly 

fewer, younger officers were in private practice prior to coming 

on'active duty.  This indicates that recruiting efforts may be 

more efficient when directed at those students in dental school, 

rather than those already in private practice. 

The HPSP was significantly related to younger officers' 

reasons for joining the ADCS.  Clearly, this program is 

essential to the Army's recruiting effort.  This program needs 

to be marketed to the widest audience, and increasing the number 

of available scholarships should be thoroughly investigated. 

Write-in comments from the survey indicated that the 

opportunity for dental specialty training was an important 

reason for joining the ADCS.  The initiative to consider 
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allowing senior dental students to apply for Army 

specialty training programs is an exciting and forward-thinking 

approach to enhance recruiting.  A pilot test in this area would 

certainly be worthwhile. 

The opportunity to travel, while a popular reason for many 

officers to join the ADCS, was not as important for younger 

officers.  The opportunity to gain clinical experience and the 

quality of practice were not significantly related to younger or 

older officers.  They can not be overlooked in recruiting 

efforts, but they probably shouldn't be the primary marketing 

points. 

Finally, it is important to consider the age of the 

individuals that the Dental Corps is currently attempting to 

recruit.  Freshman dental students are about 23, and seniors 

about 26 years of age.  This places them in the generation X 

category, people born between the years of 1963 and 1977.  As 

alluded to earlier, these individuals have different 

expectations of supervisors and different attitudes concerning 

employment and careers.  They are less likely to take things on 

face value.  They require direct communication, explanations 

that make sense, and valid reason^ why something needs to done 

or why something needs to be done in a particular way.  They 

prefer employment that allows some degree of freedom to 

accomplish goals, and that can provide personal and professional 

growth programs.  They value meaningful mentorship and personal 

contact that involves positive feedback (0'Donovan, 1997). 
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With this in mind, recruiting and retention efforts 

can be formulated and implemented in ways that have the best 

chance for success.  However, those of generation X generally do 

not see themselves as having a one-career life.  They have a 

propensity to hold multiple jobs for shorter periods of time. 

They value experiences and training that enhances their 

marketability in a fluid job market (Whetstone, 1997). 

Recruiting efforts should be open and honest, and limited 

primarily to the advantages the ADCS can offer young dentists 

during the initial commitment.  Talk of security and retirement 

benefits of a twenty-year career in the Army will only fall on 

deaf ears.  Even advantages of special pay increases after six 

or eight years are of little concern to these individuals.  I am 

confident those interfacing with prospective, young Army 

dentists are fully aware of the uniqueness of recruiting 

Generation Xers. 

Once officers have been recruited and they enter active 

duty, efforts to retain them, similarly should not be long term, 

but focus primarily on the next obligation period.  Advantages 

of the ADCS beyond the next obligation period may not be of 

particular interest to young dentists.  Clearly, open, honest, 

and direct communication will provide the best working 

relationship with all officers in the Dental Corps.  An 

understanding of the findings in this study, coupled with a 

personable approach to recruiting and retaining quality dental 

officers should help serve the Dental Corps well. 
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U.S. Military Dental Special Pay - Effective 1 October 1996 Appendix A 

Variable Special Pay (VSP) is paid on a montiily basis and is listed on the LES as "Dental Pay." the annual rates for the 
VSP are illustrated below: 

Years of Completed Creditable 
Service 

Old VSP Annual Rate 
New VSP Annual Rate 
(1 Oct 1996) 

Less than 3 $1,200 $ 3,000 
3thru5 $2,000 $ 7,000 

6thru9 $4,000 $ 7,000 
10 thru 13 $6,000 $ 6,000 
14 thru 17 $4,000 $ 4,000 
18 or more $3,000 $ 3,000 
General Officers $1,000 $ 1,000 

Dental Additional Special Pay (DASP) is paid annually to Dental Corps officers who are not participating in their initial 
residency training. Entitlement to pay is contingent upon execution of a legally binding written agreement to remain on 
active duty for one year beginning on the effect date of the agreement. The annual rates for DASP are illustrated below: 

Years of Completed Creditable 
Service 

Old DASP Annual Rate New DASP Annual Rate 
(1 Oct 1996) 

Less than 3 $0 $ 4,000 
3 thru 9 $6,000 $ 6,000 
10 thru 13 $6,000 $ 6,000 
14 thru 18 $8,000 $ 8,000 
18 or more $10,000 $10,000 

Board Certification Pay (BCP) is paid to all board certified dental officers upon date of certification. Amount is 
determined based upon years of creditable service, which establishes your HPPED, and is paid on a monthly basis. General 
Officers receive a flat rate without regard to creditable service. Officer must submit board certification letter or certificate 
through their unit personnel office to the AMEDD Special Pay Branch to initiate pay. 

Years of Completed Creditable 
Service 

Old BCP Annual Rate 
New BCP Annual Rate 
(1 Oct 1996) 

Less than 3 $2,000 $ 2,500 
3thru9 $2,000 $ 2,500 
lOthrall $2,000 $ 3,500 
12 thru 13 $3,000 $ 4,000 
14 thru 17 $3,000 $ 5,000 
18 or more $4,000 $ 6,000 

I^JJ^LJIIJlj IJUm^liJJlli JM!t!«gJliatiB^ Jl>uUJiJB.'J!l.'JJJi'Jl:. J»EiLiJ!tl:.!J^i^.' . .■ijjs-.^^".'.njiag''!!!'!!Mwag 'M^J~..^ ^M^.'i9'ss!i!iiaiiar,rsiSimiTSfM g-g|i!?!!!WH;!a!a!!WlMW».«;il'JKKHBRgMm'!«^ 



U.S. Military Dental Special Pay - Effective 18 November 1997 Appendix A 

^;SK'SpSiW(V^s pSid on^^^ lM^'T>em Pay." The annGdktes for the VSP are 
illustrated below: 

Years of Completed Creditable 
Service 

VSP Rate 

Less than 3 $ 3,000 
3 thru 8 $ 7,000 1 
8 thru 12 $ 12,000 

12 thru 14 $10,000 
14 thru 18 $ 9,000 1 
18 or more $ 8,000 
General Officers $ 7,000 

Dental Additional Special Pay (DASP) is paid annually to Dental Corps oflTicers who are not participating in their mitial 
residency trainmg. Entitlement to pay is contingent upon execution of a legally bindmg written agreement to remain on active dut> 
for one year begmning on the effect date of the agreement. The annual rates for DASP are illustrated below: 

Years of Completed Creditable 
Service 

DASP Rate 

Less than 3 $ 4,000 

3 thru 10 $ 6,000 

10 or more $ 15,000 

Board Certification Pay (BCP) is paid to all board certified dental officers upon date of certification. Amount is determined 
based upon years of creditable service, which establishes your HPPED, and is paid on a monthly basis. General Officers receive a 
flat.rate without regard to creditable service. Officer must submit board certification letter or certificate through their unit 
personnel office to the AMEDD Special Pay Branch to initiate pay. 

Years of Completed Creditable 
Service 

Board Certification Pay 

Less than 3 $ 2,500 
3 thru 9 $ 2,500 
lOthrull $ 3,500 
12 thru 13 $ 4,000 
14 thru 17 $ 5,000 

18 or more $ 6,000 
General Officer $ 6,000 

mrnmmmmmam wsm.v.m'mi'mmf3}ifsxsi rSWaHS-RBWBHHB! 
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Frequencies Appendix B 

Dependent Variable: Intent, Intent to stay In the Army and make the Army 
a career 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid 1 17 2.2 2.5 2.5 
2 145 19.0 21.4 23.9 
3 111 14.5 16.3 40.2 
4 236 30.8 34.8 75.0 
6 170 22.2 25.0 100.0 
Total 679 88.8 100.0 

Missing System 
Missing 86 11.2 

Total 86 11.2 
Total 765 100,0 

Career Intentions 1,1 Intend to make the Army a career 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid extremely 
unlikely 66 8.6 9.5 9.5 

unlikely 53 6.9 7.6 17.0 
neutral 60 7.8 8.6 25.6 
likely 120 15.7 17.2 42.8 
extremely 
likely 399 52.2 57.2 100.0 

Total 698 91.2 100.0 
Missing System 

Missing 67 8.8 

Total 67 8.8 
Total 765 100.0 

Career Intentions 3,1 Intend to leave after completion of my present tour 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid        extremely 

unlikely 
unlikely 
neutral 
likely 
extremely 
likely 
Total 

Missing     System 
Missing 
Total 

Total 

232 

152 
70 
77 

117 

648 

117 

117 
765 

30.3 

19.9 
9.2 

10.1 

15.3 

84.7 

15.3 

15.3 
100,0 

35.8 

23.5 
10.8 
11.9 

18.1 

100.0 

35.8 

59.3 
70.1 
81.9 

100.0 
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Career Intentions 4,1 intend to leave in less than 3 years 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid extremely 
unlikely 218 28.5 34.4 34.4 

unlikely 155 20.3 24.4 58.8 
neutral 72 9.4 11.4 70.2 
likely 63 8.2 9.9 80.1 
extremely 
likely 126 16.5 19.9 100.0 

Total 634 82.9 100.0 
Missing System 

Missing 131 17.1 

Total 131 17.1 
Total 765 100.0 

Career Intentions 5,1 Intend to leave in 3 or 4 years 

Valid 

Missing 

Total 

extremely 
unlikely 
unlikely 
neutral 
likely 
extremely 
likely 
Total 
System 
Missing 
Total 

Frequency 

170 

141 
80 
91 

87 

569 

196 

196 

Percent 

22.2 

18.4 
10.5 
11.9 

11.4 

74.4 

25.6 

25.6 
10Q0 

Valid 
Percent 

29.9 

24.8 
14.1 
16.0 

15.3 

100.0 

Cumulative 
Percent 

29.9 

54.7 
68.7 
84.7 

100.0 

Career Intentions 6,1 Intend to leave in 5 or more years 

Valid        extremely 
unlikely 
unlikely 
neutral 
likely 
extremely 
likely 
Total 

Missing    System 
Missing 
Total 

Total  

Frequency 

147 

78 
82 
88 

148 

543 

222 

222 

Percent 

19.2 

10.2 
10.7 
11.5 

19.3 

71.0 

29.0 

29.0 
IQQ.O 

Valid 
Percent 

27.1 

14.4 
15.1 
16.2 

27.3 

100.0 

Cumulative 
Percent 

27.1 

41.4 
56.5 
72.7 

100.0 
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Career Influences 14a, Quality of life 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

35 4.6 4.6 4.6 

strong 
negative 
influence 

113 14.8 15.0 19.7 

no 
influence 63 8.2 8.4 28.0 

30sitive 
nfluence 349 45.6 46.3 74.4 

strong 
jositive 
nfluence 

193 25.2 25.6 100.0 

Total 753 98.4 100.0 
Missing System 

Missing 
Total 

12 

12 

1.6 

1.6 
Total 765 100.0 

Career Influences 14b, Family acceptance 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

43 5.6 6.1 6.1 

negative 
influence 110 14.4 15.5 21.6 

no 
influence 109 14.2 15.4 37.0 

jositive 
nfluence 265 34.6 37.4 74.3 

strong 
positive 
influence 

182 23.8 25.7 100.0 

Total .    709 92.7 100.0 
Missing System 

Missing 
Total 

56 

56 

7.3 

7.3 
Total 765 100.0 
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Career Influences 14c, Pay 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid strong 
negative 
influence 

153 20.0 20.2 20.2 

negative 
influence 226 29.5 29.9 50.1 

no 
influence 77 10.1 10.2 60.3 

jositive 
nfluence 182 23.8 24.1 84.4 

strong 
30Sitive 
nfluence 

118 15.4 15.6 100.0 

Total 756 98.8 100.0 
Missing System 

Missing 9 1.2 

Total 9 1.2 
Total 765 100.0 

Career Influences 14d, Professional Development 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid strong 
negative 
influence 

18 2.4 2.4 2.4 

negative 
influence 39 5.1 5.1 7.5 

no 
influence 36 4.7 4.7 12.2 

positive 
influence 374 48.9 49.1 61.3 

strong 
positive 
nfluence 

Total 

295 

762 

38.6 

99.6 

38.7 

100.0 

100.0 

Missing System 
Missing 
Total 

3 

3 

.4 

.4 
Total 765 100.0 
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Career Influences 14e, Professional satisfaction (dentistry) 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

24 3.1 3.2 3.2 

negative 
influence 57 7.5 7.5 10.6 

no 
influence 54 7.1 7.1 17.7 

)ositive 
nfiuence 344 45.0 45.2 62.9 

strong 
)ositive 
nfiuence 

282 36.9 37.1 100.0 

Total 761 99.5 100.0 
Missing System 

Missing 
Total 

4 

4 

.5 

.5 
Total 755 100.0 

Career Influences 14f, Postdoctoral training 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

neagtive 
influence 

15 2.0 2.1 2.1 

negative 
influence 17 2.2 2.4 4.5 

no 
influence 83 10.8 11.6 16.0 

Dositive 
nfiuence 256 33.5 35.7 51.7 

strong 
positive 
influence 

347 45.4 48.3 100.0 

Total 718 93.9 100.0 
Missing System 

Missing 
Total 

47 

47 

6.1 

6.1 
Total 765 100.0 
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Career Influences 14g, Mentorship 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

22 2.9 2.9 2.9 

negative 
influence 36 4.7 4.8 7.8 

no 
influence 91 11.9 12.2 19.9 

positive 
influence 369 48.2 49.3 69.3 

strong 
positive 
influence 

230 30.1 30.7 100.0 

Total 748 97.8 100.0 
Missing System 

Missing 
Total 

17 

17 

2.2 

2.2 
Total 765 100.0 

Career Influences 14h, Military duty assignments 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

39 5.1 5.2 5.2 

negative 
influence 113 14.8 15.0 20.2 

no 
influences 133 17.4 17.7 37.9 

positive 
influence 337 44.1 44.8 82.7 

strong 
positive 
influence 

130 17.0 17.3 100.0 

Total 752 98.3 100.0 
Missing System 

Missing 
Total 

13 

13 

1.7 

1.7 
Total 765 100.0 
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Career Influences 14i, Military training 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

70 9.2 10.2 10.2 

negative 
influence 66 8.6 9.6 19.9 

no 
influence 415 54.2 60.7 80.6 

positive 
nfluence 99 12.9 14.5 95.0 

strong 
jositive 
nfluence 

34 4.4 5.0 100.0 

Total 684 89.4 100.0 
Missing System 

Missing 
Total 

81 

81 

10.6 

10.6 
Total 765 100.0 

Career Influences 14j, Sense of duty 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid strong 
negative 
influence 

8 1.0 1.1 1.1 

negative 
influence 8 1.0 1.1 2.1 

no 
influence 200 26.1 26.4 28.5 

positive 
influence 409 53.5 53.9 82.3 

strong 
positive 134 17.5 17.7 100.0 
influence 
Total 759 99.2 100.0 

Missing System 
Missing 6 .8 

Total 6 .8 
Total 765 100.0 
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Career Influences 14k, Esprit de corps 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

31 4.1 4.1 4.1 

negative 
influence 48 6.3 6.3 10.4 

no 
influence 178 23.3 23.4 33.8 

)ositve 
nfluence 394 51.5 51.8 85.5 

strong 
)ositive 
nfluence 
Total 

110 

761 

14.4 

99.5 

14.5 

100.0 

100.0 

Missing System 
Missing 
Total 

4 

4 

.5 

.5 
Total 765 100,0 

Career Influences 141, Possibility of tactical deployment 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

159 20.8 21.1 21.1 

negative 
influence 217 28.4 28.9 50.0 

no 
influence 289 37.8 38.4 88.4 

positive 
nfluence 68 8.9 9.0 97.5 

strong 
jositive 
nfluence 

19 2.5 2.5 100.0 

Total 752 98.3 100.0 
Missing System 

Missing 
Total 

13 

13 

1.7 

1.7 
Tcjtal 765 100,0 
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Career Influences 14m, Travel 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

16 2.1 2.1 2.1 

negative 
influence 45 5.9 5.9 8.0 

no 
influence 132 17.3 17.4 25.5 

positive 
influence 386 50.5 50.9 76.4 

strong 
positive 
influence 

179 23.4 23.6 100.0 

Total 758 99.1 100.0 
Missing System 

Missing 
Total 

7 

7 

.9 

.9 
Total 765 100.0 

Career Influences 14n, Frequency of moves 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
Influence 

174 22.7 22.9 22.9 

negative 
influence 327 42.7 43.1 66.0 

no 
influence 147 19.2 19.4 85.4 

positive 
nfluence 90 11.8 11.9 97.2 

strong 
)ositive 
nfluence 

21 2.7 2.8 100.0 

Total 759 99.2 100.0 
Missing System 

Missing 
Total 

6 

6 

.8 

.8 
Total 765 100,0 
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Career Influences 14o, Opportunity to "moonlight" 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

37 4.8 5.5 5.5 

negative 
influence 39 5.1 5.8 11.3 

no 
influence 384 50.2 56.9 68.1 

}ositive 
nfluence 145 19.0 21.5 89.6 

strong 
)ositive 
nfluence 

Total 

70 

675 

9.2 

88.2 

10.4 

100.0 

100.0 

Missing System 
Missing 
Total 

90 

90 

11.8 

11.8 
Total 755 100.0 

Career Influences 14p, Employment opportunities for your spouse 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

127 16.6 19.4 19.4 

negative 
influence 168 22.0 25.7 45.1 

no 
influence 235 30.7 35.9 81.0 

positive 
influence 68 8.9 10.4 91.4 

strong 
positive 
influence 

56 7.3 8.6 100.0 

Total 654 85.5 100.0 
Missing System 

Missing 
Total 

111 

111 

14.5 

14.5 
Total 765 100.0 
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Career Influences 15, Influence the recent special pay increase will 
have on your military career planning 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

92 12.0 12.4 12.4 

negative 
influence 81 10.6 10.9 23.3 

no 
influence 395 51.6 53.2 76.4 

positive 
nfluence 148 19.3 19.9 96.4 

string 
jositive 
nfluence 

27 3.5 3.6 100.0 

Total 743 97.1 100.0 
Missing System 

Missing 
Total 

22 

22 

2.9 

2.9 
Total 765 100,0 

Career Influences 16, Influence that future special pay increases will 
have on your military career planning 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

21 2.7 3.0 3.0 

negative 
influence 18 2.4 2.6 5.6 

ni 
influence 220 28.8 31.7 37.4 

positive 
nfluence 312 40.8 45.0 82.4 

strong 
jositive 
nfluence 

122 15.9 17.6 100.0 

Total 693 90.6 100.0 
Missing System 

Missing 
Total 

72 

72 

9.4 

9.4 
Total 765 100.0 
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Career Influences 17a, Influence an additional increase in pay of $1K to 
$4K per year will have on your career planning 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

48 6.3 6.7 6.7 

negative 
influence 52 6.8 7.3 14.0 

no 
influence 446 58.3 62.6 76.7 

3ositive 
nfluence 140 18.3 19.7 96.3 

strong 
negative 
influence 

26 3.4 3.7 100.0 

Total 712 93.1 100.0 
Missing System 

Missing 
Total 

53 

53 

6.9 

6.9 
Total 765 100.0 

Career Influences 17b, Influence an additional increase in pay of $4K to 
$8K per year will have on your career planning 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid strong 
negative 
influence 

26 3.4 3.6 3.6 

negative 
inflTuence 28 3.7 3.9 7.6 

no 
influence 281 36.7 39.4 46.9 

positive 
influence 319 41.7 44.7 91.6 

strong 
jositve 
nfluence 

60 7.8 8.4 100.0 

Total 714 93.3 100.0 
Missing System 

Missing 51 6.7 

Total 51 6.7 
Total 765 100,0 
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Career Influences 17c, Influence an additional increase in pay of $8K to 
$12K per year will have on your career planning 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

17 2.2 2.4 2.4 

negative 
influence 8 1.0 1.1 3.5 

no 
influence 133 17.4 18.5 21.9 

jositive 
nfluence 319 41.7 44.3 66.3 

strong 
}ositive 
nfluence 

243 31.8 33.8 100.0 

Total 720 94.1 100.0 
Missing System 

Missing 
Total 

45 

45 

5.9 

5.9 
Total 765 100,0 

Career Influences 17d, Influence of an additional increase in pay in 
excess of $12K per year will have on your career planning 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

3 .4 .4 .4 

no 
influence 52 6.8 7.1 7.5 

positive 
nfluence 155 20.3 21.1 28.6 

strong 
positive 
influence 

524 68.5 71.4 100.0 

Total 734 95.9 100.0 
Missing System 

Missing 
Total 

31 

31 

4.1 

4.1 
Total 765 100,0 
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Career Influences 19, Influence that the opportunity for postgraduate 
education has (had) on your military career planning 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strong 

negative 
influence 

13 1.7 1.8 1.8 

negative 
influence 22 2.9 3.0 4.8 

no 
influence 92 12.0 12.6 17.4 

positive 
influence 267 34.9 36.6 54.0 

strong 
positive 
influences 

335 43.8 46.0 100.0 

Total 729 95.3 100.0 
Missing System 

Missing 
Total 

36 

36 

4.7 

4.7 
Total 765 100.0 

Recruitment r20, Value that the opportunity for postgraduate education 
had on your decision to join the Army 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 65 8.5 8.7 8.7 
little value 46 6.0 6.2 14.9 
neutral 123 16.1 16.5 31.3 
some 
value 195 25.5 26.1 57.4 

high value 318 41.6 42.6 100.0 
Total 747 97.6 100.0 

Missing System 
Missing 18 2.4 

Total 18 2.4 
Total 765 100.0 

Recruitment r21, Value that the opportunity for postgraduate education 
has on the Army's efforts to recruit new dental officers 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 11 1.4 1.5 1.5 
little value 62 8.1 8.5 10.0 
neutral 80 10.5 10.9 20.9 
some 
value 317 41.4 43.4 64.3 

high value 261 34.1 35.7 100.0 
Total 731 95.6 100.0 

Missing System 
Missing 34 4.4 

Total 34 4.4 
Total 765 100.0 
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Recruitment r22, Value that HPSP had on your decision to join the Army 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 167 21.8 36.9 36.9 
little value 13 1.7 2.9 39.8 
neutral 81 10.6 17.9 57.7 
some 
value 23 3.0 5.1 62.8 

high value 168 22.0 37.2 100.0 
Total 452 59.1 100.0 

Missing System 
Missing 313 40.9 

Total 313 40.9 
Total 765 100,0 

Recruitment r23, Value that the HPSP has on the Army's efforts to recruit 
new dental officers 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 16 2.1 2.3 2.3 
little value 32 4.2 4.7 7.0 
neutral 50 6.5 7.3 14.3 
some 
value 248 32.4 36.2 50.5 

high value 339 44.3 49.5 100.0 
Total 685 89.5 100.0 

Missing System 
Missing 80 10.5 

Total 80 10.5 
Total 7§§ 100.0 

Recruitment r24, Value that the AEGD-one year had on your decision to 
join the Army 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 143 18.7 25.1 25.1 
little value 31 4.1 5.4 30.5 
neutral 118 15.4 20.7 51.2 
some 
value 108 14.1 18.9 70.2 

high value 170 22.2 29.8 100.0 
Total 570 74.5 100.0 

Missing System 
Missing 195 25.5 

Total 195 25.5 
Total 765 100.0 
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Recruitment r25, Value that the AEGD-one year has on the Army's efforts 
to recruit new dental officers 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid no value 21 2.7 3.0 3.0 

little value 45 5.9 6.4 9.4 
neutral 87 11.4 12.4 21.7 
some 
value 379 49.5 53.8 75.6 

high value 172 22.5 24.4 100.0 
Total 704 92.0 100.0 

Missing System 
Missing 
Total 

61 

61 

8.0 

8.0 
Total 765 100.0 

Recruitment r26, Value that the new accession bonus ($30K) will have on 
the Army's efforts to recruit new dental officers 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 9 1.2 1.2 1.2 
little value 20 2.6 2.7 4.0 
neutral 37 4.8 5.1 9.0 
some 
value 295 38.6 40.3 49.3 

high value 371 48.5 50.7 100.0 
Total 732 95.7 100.0 

Missing System 
Missing 33 4.3 

Total 33 4.3 
Total 765 100.0 

Recruitment r27, Value that the new special pay increases will have on 
the Army's efforts to recruit new dental officers 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no value 20 2.6 2.7 2.7 
little value 66 8.6 9.0 11.7 
neutral 80 10.5 10.9 22.6 
some 
value 395 51.6 53.8 76.4 

high value 173 22.6 23.6 100.0 
Total 734 95.9 100.0 

Missing System 
Missing 31 4.1 

Total 31 4.1 
Total 765 100.0 
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Leadership 128,1 feel that senior leadership Is aware of the Issuew 
identified in this survey 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid strongly 
disagree 47 6.1 6.2 6.2 

disagree 57 7.5 7.6 13.8 
neutral 80 10.5 10.6 24.4 
agree 377 49.3 50.0 74.4 
strongly 
agree 193 25.2 25.6 100.0 

Total 754 98.6 100.0 
l\/lissing System 

l\/lissing 11 1.4 

Total 11 1.4 
Total 765 100,0 

Leadership 129,1 feel that senior leadership is concerned about the 
issues identified in this survey 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid strongly 
disagree 69 9.0 9.3 9.3 

disagree 88 11.5 11.8 21.1 
neutral 115 15.0 15.4 36.5 
agree 321 42.0 43.1 79.6 
strongly 
agree 
Total 

152 19.9 20.4 100.0 

745 97.4 100.0 
Missing System 

Missing 20 2.6 

Total 20 2.6 
Total 7§5 100.0 

Leadership ISO, I feel that senior leadership Is taking action to address 
the Issues identified In this survey 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid strongly 
disagree 72 9.4 9.7 9.7 

disagree 111 14.5 15.0 24.7 
neutral 148 19.3 20.0 44.7 
agree 295 38.6 39.9 84.6 
strongly 114 14.9 15.4 100.0 agree 
Total 740 96.7 100.0 

Missing System 
Missing 25 3.3 

Total 25 3.3 
Total 765 100.0 
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Leadership 131,1 feel that senior leadership is aware of specific pay 
issues identified in this survey 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strongly 

disagree 
disagree 
neutral 

37 

47 
91 

4.8 

6.1 
11.9 

4.9 

6.3 
12.1 

4.9 

11.2 
23.4 

agree 389 50.8 51.9 75.3 
strongly 
agree 
Total 

185 

749 

24.2 

97.9 

24.7 

100.0 

100.0 

Missing System 
Missing 
Total 

16 

16 

2.1 

2.1 
Total 765 100.0 

Leadership 132,1 feel that senior leadership is concerned about the 
specific pay issues identified in this survey 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid strongly 

disagree 
disagree 
neutral 

54 

87 
134 

7.1 

11.4 
17.5 

7.3 

11.7 
18.0 

7.3 

19.0 
37.0 

agree 325 42.5 43.7 80.6 
strongly 
agree 
Total 

144 

744 

18.8 

97.3 

19.4 

100.0 

100.0 

Missing System 
Missing 
Total 

21 

21 

2.7 

2.7 
Total 765 100,0 

Leadership 133,1 feel that senior leadership is taking action to address 
the specfic pay issues identified in this survey 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid stringly 

disagree 
disagree 
neutral 

64 

99 
149 

8.4 

12.9 
19.5 

8.7 

13.4 
20.2 

8.7 

22.1 
42.2 

agree 311 40.7 42.1 84.3 
strongly 
agree 
Total 

116 

739 

15.2 

96.6 

15.7 

100.0 

100.0 

Missing System 
Missing 
Total 

26 

26 

3.4 

3.4 
Total 765 100,0 
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Gender 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid female 75 9.8 10.0 10.0 
male 674 88.1 90.0 100.0 
Total 749 97.9 100.0 

!\/!issing System 
Missing 16 2.1 

Total 16 2.1 
Total 765 100,0 

Martial Status 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid single 77 10.1 10.2 10.2 
man-led 643 84.1 85.2 95,4 
separated 8 1.0 1.1 96.4 
divorced 26 3.4 3.4 99.9 
widowed 1 .1 .1 100.0 
Total 755 98.7 100.0 

Missing System 
Missing 10 1.3 

Total 10 1.3 
Total 765 100,0 

Age 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid under 25 1 .1 .1 .1 
25-30 67 8.8 8.9 9.0 
31-35 95 12.4 12.6 21.7 
36-40 126 16.5 16.8 38.4 
41-45 244 31.9 32.4 70.9 
46-50 156 20.4 20.7 91.6 
over 50 63 8.2 8.4 100.0 
Total 752 98.3 100.0 

Missing System 
Missing 13 1.7 

Total 13 1.7 
Total 765 100.0 
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Area of Concentration 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid 63A 227 29.7 30.6 30.6 
63B 228 29.8 30.8 61.4 
63D 39 5.1 5.3 66.7 
63E 29 3.8 3.9 70.6 
63F 78 10.2 10.5 81.1 
63H 4 .5 .5 81.6 
63K 34 4.4 4.6 86.2 
63M 28 3.7 3.8 90.0 
63N 60 7.8 8.1 98.1 
63P 11 1.4 1.5 99.6 
63R 3 .4 .4 100.0 
Total 741 96.9 100.0 

Missing System 
Missing 24 3.1 

Total 24 3.1 
Total 765 100,0 

Type of Unit (present assignment) 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid TDA 555 72.5 74.1 74.1 
MTOE 100 13.1 13.4 87.4 
in 
military 
school 

53 6.9 7.1 94.5 

don't know 5 .7 .7 95.2 
other 36 4.7 4.8 100.0 
Total 749 97.9 100.0 

Missing System 
Missing 16 2.1 

Total 16 2.1 
Total 765 100.0 

Rank 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid CPT 129 16.9 17.2 17.2 
MAJ 152 19.9 20.3 37.5 
LTC 284 37.1 37.9 75.3 
COL 185 24.2 24.7 100.0 
Total 750 98.0 100.0 

Missing System 
Missing 15 2.0 

Total 15 2.0 
Total 765 100.0 
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Year graduated from dental school 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid        63.00 1 .1 .1 .1 
64.00 1 .1 .1 .3 
65.00 1 .1 .1 .4 
66.00 2 .3 .3 .7 
67.00 4 .5 .5 1.2 
68.00 6 .8 .8 2.0 
69.00 5 .7 .7 2.7 
70.00 8 1.0 1.1 3.7 
71.00 16 2.1 2.1 5.9 
72.00 15 2.0 2.0 7.9 
73.00 17 2.2 2.3 10.2 
74.00 20 2.6 2.7 12.9 
75.00 28 3.7 3.7 16.6 
76.00 32 4.2 4.3 20.9 
77.00 51 6.7 6.8 27.7 
78.00 50 6.5 6.7 34.4 
79.00 69 9.0 9.2 43.6 
80.00 33 4.3 4.4 48.1 
81.00 43 5.6 5.8 53.8 
82.00 33 4.3 4.4 58.2 
83.00 37 4.8 5.0 63.2 
84.00 26 3.4 3.5 66.7 
85.00 33 4.3 4.4 71.1 
86.00 22 2.9 2.9 74.0 
87.00 15 2.0 2.0 76.0 
88.00 18 2.4 2.4 78.4 
89.00 13 1.7 1.7 80.2 
90.00 21 2.7 2.8 83.0 
91.00 16 2.1 2.1 85.1 
92.00 19 2.5 2.5 87.7 
93.00 19 2.5 2.5 90.2 
94.00 22 2.9 2.9 93.2 
95.00 26 3.4 3.5 96.7 
96.00 25 3.3 3.3 100.0 
Total 747 97.6 100.0 

Missing    System 18 24 Missing 1 U «i."T 

Total 18 2.4 
Total 765 100.0 1 
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Year entered AD as a dental officer 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid        63.00 1 .1 .1 .1 
65.00 1 .1 .1 .3 
66.00 1 .1 .1 .4 
67.00 2 .3 .3 .7 
68.00 6 .8 .8 1.5 
69.00 2 .3 .3 1.7 
70.00 7 .9 .9 2.7 
71.00 14 1.8 1.9 4.5 
72.00 13 1.7 1.7 6.3 
73.00 15 2.0 2.0 8.3 
74.00 15 2.0 2.0 10.3 
75.00 23 3.0 3.1 13.4 
76.00 27 3.5 3.6 17.0 
77.00 46 6.0 6.1 23.1 
78.00 45 5.9 6.0 29.1 
79.00 69 9.0 9.2 38.4 
80.00 44 5.8 5.9 44.3 
81.00 48 6.3 6.4 50.7 
82.00 37 4.8 4.9 55.6 
83.00 33 4.3 4.4 60.0 
84.00 28 3.7 3.7 63.8 
85.00 34 4.4 4.5 68.3 
86.00 28 3.7 3.7 72.1 
87.00 19 2.5 2.5 74.6 
88.00 13 1.7 1.7 76.3 
89.00 14 1.8 1.9 78.2 
90.00 19 2.5 2.5 80.7 
91.00 21 2.7 2.8 83.6 
92.00 19 2.5 2.5 86.1 
93.00 19 2.5 2.5 88.6 
94.00 23 3.0 3.1 91.7 
95.00 32 4.2 4.3 96.0 
96.00 30 3.9 4.0 100.0 
Total 748 97.8 100.0 

Missing    System 
Missing 17 2.2 

Total 17 2.2 
Total 765 100,0 

Page 22 



Years of Active Federal Service 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid        .00 9 1.2 1.2 1.2 
1.00 40 5.2 5.3 6.6 
2.00 24 3.1 3.2 9.8 
3.00 19 2.5 2.5 12.3 
4.00 14 1.8 1.9 14.2 
5.00 22 2.9 2.9 17.1 
6.00 21 2.7 2.8 19.9 
7.00 11 1.4 1.5 21.4 
8.00 18 2.4 2.4 23.8 
9.00 18 2.4 2.4 26.2 
10.00 27 3.5 3.6 29.8 
11.00 27 3.5 3.6 33.4 
12.00 25 3.3 3.3 36.8 
13.00 32 4.2 4.3 41.0 
14.00 49 6.4 6.6 47.6 
15.00 47 6.1 6.3 53.9 
16.00 42 5.5 5.6 59.5 
17.00 70 9.2 9.4 68.9 
18.00 49 6.4 6.6 75.4 
19.00 53 6.9 7.1 82.5 
20.00 26 3.4 3.5 86.0 
21.00 34 4.4 4.5 90.5 
22.00 16 2.1 2.1 92.6 
23.00 16 2.1 2.1 94.8 
24.00 16 2.1 2.1 96.9 
25.00 13 1.7 1.7 98.7 
26.00 1 .1 .1 98.8 
27.00 1 .1 .1 98.9 
28.00 5 .7 .7 99.6 
29.00 2 .3 .3 99.9 
31.00 1 .1 .1 100.0 
Total 748 97.8 100.0 

Missing    System 17 22 Missing 11 ^tC 

Total 17 1.1 
Total 7§5 100.0 

Number of Overseas Tours 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid .00 73 9.5 9.7 9.7 
1.00 204 26.7 27.2 37.0 
2.00 300 39.2 40.1 77.0 
3.00 135 17.6 18.0 ,95.1 
4.00 32 4.2 4.3 99.3 
5.00 4 .5 .5 99.9 
6.00 1 .1 .1 100.0 
Total 749 97.9 100.0 

Missing System 
Missing 16 2.1 

Total 16 2.1 
Total 765 100.0 
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Demographics d44, Have you ever had a break in service 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 208 27.2 27.3 27.3 
no 554 72.4 72.7 100.0 
Total 762 99.6 100.0 

IVIissing System 
Missing 3 .4 

Total 3 .4 
Total 765 100.0 

Demographics d45, Have you ever served in a combat theater 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 121 15.8 15.9 15.9 
no 640 83.7 84.1 100.0 
Total 761 99.5 100.0 

Missing System 
Missing 4 .5 

Total 4 .5 
Total 765 100.0 

Demographics d46, Have you ever participated in any Operation Other 
Than War (OOTW) 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 133 17.4 17.5 17.5 
no 627 82.0 82.5 100.0 
Total 760 99.3 100.0 

Missing System 
Missing 5 .7 

Total 5 .7 
Total 765 100.0 

Demographics d47, Did you have any prior active service before joining 
the ADOS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 171 22.4 22.4 22.4 
no 591 77.3 77.6 100.0 
Total 762 99.6 100.0 

Missing System 
Missing 3 .4 

Total 3 .4 
Total 7§5 100.0 
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Demographics d48, Were you in ROTC, the Reserves, or the National 
Guard before joining the ADCS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 294 38.4 38.5 38.5 
no 470 61.4 61.5 100.0 
Total 764 99.9 100.0 

Missing System 
Missing 1 .1 

Total 1 .1 
Total 765 100,0 

Demographics d49, Were you awarded a Health Proferssions 
Scholarship (HPSP) 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 195 25.5 25.6 25.6 
no 567 74.1 74.4 100.0 
Total 762 99.6 100.0 

Missing System 3 A. 
Missing 
Total 3 A 

Total 765 100,0 

Demographics d49a, If "yes", for how many years were you on 
scholarship 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid 1 year 37 4.8 19.1 19.1 
2 years 57 7.5 29.4 48.5 
3 years 51 6.7 26.3 74.7 
4 years 49 6.4 25.3 100.0 
Total 194 25.4 100.0 

Missing System 
Missing 571 74.6 

Total 571 74.6 
Total 755 100,0 

Demographics dSO, Did you incur any student loan debts prior to 
joining the ADCS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 621 81.2 81.6 81.6 
no 140 18.3 18.4 100.0 
Total 761 99.5 100.0 

Missing System 
Missing 4 .5 

Total 4 .5 
Total 765 100,0 
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Demographics dSOa, Estimated Amount of Debt 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid   1000.00 3 .4 .5 .5 
1500.00 1 .1 .2 .7 
1600.00 1 .1 .2 .8 
2000.00 11 1.4 1.8 2.6 
2500.00 2 .3 .3 2.9 
3000.00 12 1.6 2.0 4.9 
3500.00 4 .5 .7 5.5 
4000.00 9 1.2 1.5 7.0 
5000.00 20 2.6 3.3 10.2 

5500.00 1 .1 .2 10.4 

6000.00 11 1.4 1.8 12.2 

6400.00 1 .1 .2 12.4 

7000.00 7 .9 1.1 13.5 

8000.00 16 2.1 2.6 16.1 

8500.00 1 .1 .2 16.3 

9000.00 6 .8 1.0 17.2 

10000.00 36 4.7 5.9 23.1 

11000.00 3 .4 .5 23.6 

12000.00 9 1.2 1.5 25.0 

12500.00 1 .1 .2 25.2 

13000.00 2 .3 .3 25.5 

14000.00 5 .7 .8 26.3 

15000.00 23 3.0 3.7 30.1 
16000.00 10 1.3 1.6 31.7 

17000.00 3 .4 .5 32.2 

18000.00 6 .8 1.0 33.2 
19000.00 3 .4 .5 33.7 
19500.00 1 .1 .2 33.8 
20000.00 65 8.5 10.6 44.4 
21000.00 2 .3 .3 44.7 
22000.00 3 .4 .5 45.2 
23000.00 4 .5 .7 45.9 
24000.00 1 .1 .2 46.0 
25000.00 22 2.9 3.6 49.6 
26000.00 2 .3 .3 49.9 

27000.00 7 .9 1.1 51.1 
28000.00 5 .7 .8 51.9 

30000.00 47 6.1 7.6 59.5 

31000.00 2 .3 .3 59.8 

32000.00 3 .4 .5 60.3 

33000.00 1 .1 .2 60.5 

34000.00 1 .1 .2 60.7 

35000.00 21 2.7 3.4 64.1 
36000.00 3 .4 .5 64.6 
37000.00 2 .3 .3 64.9 

, 38000.00 2 .3 .3 65.2 
40000.00 29 3.8 4.7 69.9 
42000.00 2 .3 .3 70.2 

43000.00 4 .5 .7 70.9 

44000.00 1 .1 .2 71.1 

45000.00 8 1.0 1.3 72.4 

46000.00 1 .1 .2 72.5 

47000.00 1 .1 .2 72.7 

48000.00 2 .3 .3 73.0 

50000.00 29 3.8 4.7 77.7 
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Demographics dSOa, Estimated Amount of Debt 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid 

Missing 

Total 

52000.00 
55000.00 
56000.00 
58000.00 
60000.00 
62000.00 
63000.00 
64200.00 
65000.00 
66000.00 
67000,00 
69000.00 
70000.00 
73000.00 
74000.00 
75000.00 
79000.00 
80000.00 
81000.00 
84000.00 
85000.00 
88000.00 
90000.00 
95000.00 
98000.00 
100000.00 
104000.00 
110000.00 
112000.00 
114000.00 
115000.00 
118000.00 
120000.00 
130000.00 
135000.00 
140000.00 
144000.00 
150000.00 
180000.00 
200000.00 
Total 
System 
Missing 
Total 

4 
7 
2 
3 

22 
2 
1 
1 
7 
1 
1 
1 

11 
1 
1 
3 
1 

14 
1 
1 
7 
1 
7 
2 
1 

14 
1 
3 
1 
1 
1 
1 
2 
1 
1 
2 
1 
3 
1 
1 

615 

150 

150 

.5 

.9 

.3 

.4 
2.9 
.3 
.1 
.1 
.9 
.1 
.1 
.1 

1.4 
.1 
.1 
.4 
.1 

1.8 
.1 
.1 
.9 
.1 
.9 
.3 
.1 

1.8 
.1 
.4 
.1 
.1 
.1 
.1 
.3 
.1 
.1 
.3 
.1 
.4 
.1 
.1 

80.4 

19.6 

19.6 
100.0 

.7 
1.1 
.3 
.5 

3.6 
.3 
.2 
.2 

1.1 
.2 
.2 
.2 

1.8 
.2 
.2 
.5 
.2 

2.3 
.2 
.2 

1.1 
.2 

1.1 
.3 
.2 

2.3 
.2 
.5 
.2 
.2 
.2 
.2 
.3 
.2 
.2 
.3 
.2 
.5 
.2 
.2 

100.0 

78.4 
79.5 
79.8 
80.3 
83.9 
84.2 
84.4 
84.6 
85.7 
85.9 
86.0 
86.2 
88.0 
88.1 
88.3 
88.8 
88.9 
91.2 
91.4 
91.5 
92.7 
92.8 
94.0 
94.3 
94.5 
96.7 
96.9 
97.4 
97.6 
97.7 
97.9 
98.0 
98.4 
98.5 
98.7 
99.0 
99.2 
99.7 
99.8 

100.0 
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Demographics d51, Did you complete, or are you in, an AEGD-one year 
program 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid yes 
no 

302 
459 

39.5 
60.0 

39.7 
60.3 

39.7 
100.0 

Total 761 99.5 100.0 
Missing System 

Missing 
Total 

4 

4 

.5 

.5 
Total 765 100,0 

Demograpliics d52, Did the chance to enter the AEGD-one year 
program influence your decision to join the ADCS 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid yes 
no 

215 
532 

28.1 
69.5 

28.8 
71.2 

28.8 
100.0 

Total 747 97.6 100.0 
Missing System 

Missing 
Total 

18 

18 

2.4 

2.4 
Total 765 100.0 

Demoqraphics d53. Are you presently fulfilling an initial commitment in 
the ADCS 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid yes 
no 

99 
660 

12.9 
86.3 

13.0 
87.0 

13.0 
100.0 

Total 759 99.2 100.0 
Missing System 

Missing 
Total 

6 

6 

.8 

.8 
Total 765 100.0 

Demographics d53. If "yes", do you plan to stay after you Initial 
commitment 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid yes 
no 

49 
75 

6.4 
9.8 

39.5 
60.5 

39.5 
100.0 

Total 124 16.2 100.0 
Missing System 

Missing 
Total 

641 

641 

83.8 

83.8 
Total 765 100,0 
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Demographics d54, Have you completed specialty training 

Valid Cumulative 
Freguency Percent Percent Percent 

Valid yes 473 61.8 62.2 62.2 
no 288 37.6 37.8 100.0 
Total 761 99.5 100.0 

Missing System 4 .5 Missing 
Total 4 .5 

Total 765 100.0 

Demographics d55, Are you presently in specialty training 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 78 10.2 10.3 10.3 
no 676 88.4 89.7 100.0 
Total 754 98.6 100.0 

Missing System 
Missing 11 1.4 

Total 11 1.4 
Total 765 100,0 

Demographics d56, Did the opportunity to enter specialty training 
Influence your decision to remain on active duty 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 572 74.8 75.9 75.9 
no 182 23.8 24.1 100.0 
Total 754 98.6 100.0 

Missing System 
Missing 11 1.4 

Total 11 1.4 
Total 755 100,0 

Demographics d57, Were you specialty trained prior to joining the ADOS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 22 2.9 2.9 2.9 
no 740 96.7 97.1 100.0 
Total 762 99.6 100.0 

Missing System 3 A 
Missing 
Total 3 .4 

Total 765 100.0 
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Demographics d58, Did you participate in the Financial Assistance 
Program (FAP) 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid yes 

no 
18 

743 
2.4 

97.1 
2.4 

97.6 
2.4 

100.0 
Total 761 99.5 100.0 

Missing System 
Missing 
Total 

4 

4 

.5 

.5 
Total 765 100,0 

Demographics d59, Were you in private practice prior to entering active 
duty 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid yes 
no 

157 
604 

20.5 
79.0 

20.6 
79.4 

20.6 
100.0 

Total 761 99.5 100.0 
Missing System 

Missing 
Total 

4 

4 

.5 

.5 
Total 765 100.0 

Demographics d60, Have you ever "moonlighted" in private practice 
while on active dufy 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
Valid yes 

no 
76 

684 
9.9 

89.4 
10.0 
90.0 

10.0 
100.0 

Total 760 99.3 100.0 
Missing System 

Missing 
Total 

5 

5 

.7 

.7 
Total 765 100.0 

Demographics dSOa, If "yes", was "moonlighting" essential to 
supplement your income 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 65 8.5 44.2 44.2 
no 82 10.7 55.8 100.0 
Total 147 19.2 100.0 

Missing System 
Missing 618 80.8 

Total 618 80.8 
Total 765 100.0 
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Demographics d61, Does your spouse presently work full time 

Valid Cumulative 
Frequency Percent Percent Percent 

Vaiid yes 224 29.3 34.7 34.7 
no 421 55.0 65.3 100.0 
Total 645 84.3 100.0 

Missing System 
Missing 120 15.7 

Total 120 15.7 
Total 765 100,0 

Demographics d62, Does your spouse presently work part time 

Vaiid Cumulative 
Frequency Percent Percent Percent 

Valid yes 142 18.6 27.8 27.8 
no 368 48.1 72.2 100.0 
Total 510 66.7 100.0 

Missing System 
Missing 255 33.3 

Total 255 33.3 
Total 7B5 100,0 

Demographics d63, Is your spouse's employment essential to 
supplement your income 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid yes 309 40.4 54.5 54.5 
no 258 33.7 45.5 100.0 
Total 567 74.1 100.0 

Missing System 
Missing 198 25.9 

Total 198 25.9 
Total 765 100,0 
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Frequencies For Write-in Comments Appendix B 

Comments 64-1, Reasons for joining the ADCS included the 
opportunity for residency training 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 389 50.8 50.8 50.8 
yes 376 49.2 49.2 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 64-2, Reasons for joining the ADCS included opportunities to 
travel 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 424 55.4 55.6 55.6 
yes 339 44.3 44.4 100.0 
Total 763 99.7 100.0 

Missing System 
2 .3 Missing 

Total 2 .3 
Total 7§5 100,0 

Comments 64-3, Reasons for joining the ADCS included the quality 
of practice and professional associations 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 654 85.5 85.5 85.5 
yes 111 14.5 14.5 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 64-4, Reasons for joining the ADCS included having a 
HPSP or ROTC commitment to serve 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 584 76.3 76.3 76.3 
yes 181 23.7 23.7 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 64-5, Reasons for joining the ADCS included the 
opportunity to gain clinical experience and develop professionally 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 528 69.0 69.0 69.0 
yes 237 31.0 31.0 100.0 
Total 765 100.0 100.0 

Total 765 100.0 
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Comments 64-6, Reasons for joining tlie ADCS included a sense of 
duty to serve tlie country, the Army, or thie ADCS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 666 87.1 87.1 87.1 
yes 99 12.9 12.9 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 64-7, Reasons for joining the ADCS included the 
opportunity for job security, benefits, and eventually retirement 

benefits 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 691 90.3 90.3 90.3 
yes 74 9.7 9.7 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 64-8, Reasons for joining the ADCS included a family 
association with, or acceptance of the military, or prior service 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 702 91.8 91.8 91.8 
yes 63 8.2 8.2 100.0 
Total 765 100.0 100.0 

Total 705 100.0 

Comments 64-10, Reasons for joining the ADCS included financial 
opportunities, such as to save money, repay debts, or to get a job 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 626 81.8 81.8 81.8 
yes 139 18.2 18.2 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 64-11, Reasons for joining the ADCS included the high 
costs of civilian practice start-up costs, high stress of civilian 

practice, or indecision about practice location 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 694 90.7 90.7 90.7 
yes 71 9.3 9.3 100.0 
Total 765 100.0 100.0 

Total 765 100.0 
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Comments 64-12, Reasons for joining tlie ADCS included military draft 
considerations 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 752 98.3 98.3 98.3 
yes 13 1.7 1.7 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 64-13, Reasons for joining the ADCS included 
opportunities for a variety of jobs, such as those associated with 

leadership, education, and administration 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 747 97.6 97.6 97.6 
yes 18 2.4 2.4 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 64-9, Reasons for Joining the ADCS included the attraction 
of military life, military framing, and good military assignments 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 672 87.8 87.8 87.8 
yes 93 12.2 12.2 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 65-1, Reasons for remaining in the ADCS included 
opportunities for residency training and continuing education 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 356 46.5 46.5 46.5 
yes 409 53.5 53.5 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 65-2, Reasons for remaining in the ADCS included the 
quality of professional life, mentoring, group practice, quality 

associations, and job satisfaction 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 531 69.4 69.4 69.4 
yes 234 30.6 30.6 100.0 
Total 765 100.0 100.0 

Total 765 100.0 
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Comments 65-3, Reasons for remaining in the ADCS included 
opportunities for travel and the adventure of military life 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 451 59.0 59.0 59.0 
yes 314 41.0 41.0 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 65-4, Reasons for remaining in the ADCS included the 
opportunity for security, benfits, and eventually retirement benefits 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 517 67.6 67.6 67.6 
yes 248 32.4 32.4 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 65-5, Reasons for remaining in the ADCS Included a sense 
of duty and the opportunity to serve the country, the Army, or the 

ADCS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 712 93.1 93.1 93.1 
yes 53 6.9 6.9 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 65-6, Reasons for remaining in the ADCS included good 
assignment 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 701 91.6 91.8 91.8 
yes 63 8.2 8.2 100.0 
Total 764 99.9 100.0 

Missing System 
Missing 1 .1 

Total 1 .1 
Total 765 100,0 

Comments 65-8, Reasons for remaining in the ADCS included the 
opportunity to gain clinical practice experience 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 713 93.2 93.2 93.2 
yes 52 6.8 6.8 100.0 
Total 765 100.0 100.0 

Total 7§5 100,0 
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Comments 65-9, Reasons for remaining in the ADCS included tiie 
poor state of the civilian economy 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 752 98.3 98.3 98.3 
yes 13 1.7 1.7 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 65-10, Reasons for remaining in the ADCS included the fact 
that there was no cost for residency training, unlike some civilian 

programs 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 762 99.6 99.7 99.7 
yes 2 .3 .3 100.0 
Total 764 99.9 100.0 

Missing System 
1 .1 Missing 

Total 1 .1 
Total 7§5 100.0 

Comments 65-11, Reasons for remaining in the ADCS included the 
opportunity for military training, and advancement and promotion 

opportunities 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 705 92.2 92.2 92.2 
yes 60 7.8 7.8 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 65-12, Reasons for remaining in the ADCS included 
family issues, such as spouse on active duty, spouse working, or 

children in school 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 722 94.4 94.4 94.4 
yes 43 5.6 5.6 100.0 
Total 765 100.0 100.0 

Total 7§5 100.0 

Comments 65-13, Reasons for remaining in the ADCS included 
indecision about life or practice after the military 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 747 97.6 97.8 97.8 
yes 17 2.2 2.2 100.0 
Total 764 99.9 100.0 

Missing System 
IVIissing 1 .1 

Total 1 .1 
Total 755 100.0 
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Comments 65-14, Reasons for remaining in the ADCS included a 
sense of commitment to soldiers and Army field units 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 761 99.5 99.5 99.5 
yes 4 .5 .5 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 65-15, Reasons for remaining In the ADCS Included a 
commitment or obligation due to owed service for HPSP, ROTC, 

AEGD-One Year, or residency training 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 711 92.9 93.1 93.1 
yes 53 6.9 6.9 100.0 
Total 764 99.9 100.0 

Missing System 
Missing 1 .1 

Total 1 .1 
Total 765 100,0 

Comments 65-16, Reasons for remaining In the ADCS included 
financial reasons, such as the pay was adequate, the job was 

adequate, or to save money 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 702 91.8 91.8 91.8 
yes 63 8.2 8.2 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 65-7, Reasons for remaining In the ADCS Included the 
opportunity for a variety of jobs, such as teaching, administrative, 

leadership, and command 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 713 93.2 93.2 93.2 
yes 52 6.8 6.8 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 66-1, Reasons for leaving the ADCS Included age, 
retirement, or to start next career 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 609 79.6 79.6 79.6 
yes 156 20.4 20.4 100.0 
Total 765 100.0 100.0 

Total 765 100,0 
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Comments 66-2, Reasons for leaving the ADCS included low pay, poor 
compensation, or pay inequities 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 385 50.3 50.3 50.3 
yes 380 49.7 49.7 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 66-3, Reasons for leaving the ADCS included too many 
PCS moves 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 631 82.5 82.5 82.5 
yes 134 17.5 17.5 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 66-14, Reasons for leaving the ADCS included a poor 
quality of practice represented by too limited of a scope of practice, 

poor quality of auxiliaries, poor lab support, limited selection of 
materials, or restrictions on types of procedures 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 665 86.9 86.9 86.9 
yes 100 13.1 13.1 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 66-5, Reasons for leaving the ADCS included a need for 
more family or economic stability, such as keeping kids in a school or 

a spouse s employment 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 641 83.8 83.8 83.8 
yes 124 16.2 16.2 100.0 
Total 765 100.0 100.0 

Total 7§5 100,0 

Comments 66-6, Reasons for leaving the ADCS included continual 
reduction of resources such as personnel, dollars, and supplies 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 705 92.2 92.3 92.3 
yes 59 7.7 7.7 100.0 
Total 764 99.9 100.0 

Missing System 1 .1 Missing 
Total 1 .1 

Total 765 100.0 
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Comments 66-7, Reasons for leaving the ADCS included 
non-selection for residency training 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 722 94.4 94.4 94.4 

yes 43 5.6 5.6 100.0 

Total 765 100.0 100.0 

Total 765 100.0 

Comments 66-8, Reasons for leaving the ADCS included deterioration 
of the ADCS resulting in decreasing esprit de corps and morale, or the 

lacl< of a defined purpose 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 688 89.9 90.1 90.1 

yes 76 9.9 9.9 100.0 

Total 764 99.9 100.0 

Missing System 
Missing 1 .1 

Total 1 .1 
Total 765 100.0 

Comments 66-9, Reasons for leaving the ADCS included the 
downsizing of the Army resulting in reduced benefits, locations, and 

concern for retirees; or unappriciative Army leadership 

Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 

Valid 

Total 

no 
yes 
Total 

703 
62 

765 
765 

91.9 
8.1 

100.0 
100.0 

91.9 
8.1 

100.0 

91.9 
100.0 

Comments 66-10, Reasons for leaving the ADCS included the feeling 
of no longer making a contribution or having fun doing the job 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 751 98.2 98.2 98.2 

yes 14 1.8 1.8 100.0 

Total 765 100.0 100.0 
Total 765 100.0 

Comments 66-11, Reasons for leaving the ADCS included the 
presence of unaware or unresponsive senior leadership 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 708 92.5 92.5 92.5 

yes 57 7.5 7.5 100.0 

Total 765 100.0 100.0 
Total 765 100.0 
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Comments 66-12, Reasons for leaving the ADCS included the 
availabilify of alternative opportunities or jobs 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 718 93.9 93.9 93.9 
yes 47 6.1 6.1 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 66-13, Reasons for leaving the ADCS included 
non-selection for promotion, poor promotion rates, or unfair 

promotion criteria 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 715 93.5 93.5 93.5 
yes 50 6.5 6.5 100.0 
Total 765 100.0 100.0 

Total 755 100,0 

Comments 66-4, Reasons for leaving the ADCS included having 
limited choices of assignments or being poorly treated concerning 

assignments and jobs 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 693 90.6 90.6 90.6 
yes 72 9.4 9.4 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 66-15, Reasons for leaving the ADCS included the 
increasing potential for deployments 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 730 95.4 95.4 95.4 
yes 35 4.6 4.6 100.0 
Total 765 100.0 100.0 

Total 755 100,0 

Comments 66-16, Reasons for leaving the ADCS included quality of 
life Issues 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 740 96.7 96.7 96.7 
yes 25 3.3 3.3 100.0 
Total 765 100.0 100.0 

Total 765 100.0 
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Comments 66-17, Reasons for leaving the ADCS included the lack of 
job satisfaction due to career stagnation, emphasis on military 
duties, administrative requirements, un-rewarded efforts, not 

practicing specialty, not in control of practice 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 697 91.1 91.1 91.1 
yes 68 8.9 8.9 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 67-1, Additional comments included inadequate pay package, 
compensation, or incentives 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 549 71.8 71.9 71.9 
yes 215 28.1 28.1 100.0 
Total 764 99.9 100.0 

Missing System 
Missing 1 .1 

Total 1 .1 
Total 765 100.0 

Comments 67-2, Additional comments included uncertain future for 
the ADCS 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 709 92.7 92.7 92.7 
yes 56 7.3 7.3 100.0 
Total 765 100.0 100.0 

Total 7§5 100,0 

Comments 67-3, Additional comments included poor clinic or 
mid-level leadership 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 732 95.7 95.7 95.7 
yes 33 4.3 4.3 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 67-4, Additional comments included poorly treated 
concerning assignment or jobs 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 742 97.0 97.0 97.0 
yes 23 3.0 3.0 100.0 
Total 765 100.0 100.0 

Total 765 100.0 
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Comments 67-5, Additional comments included poor quality of 
practice represented by a restricted scope of practice, poor quality of 
auxiliaries, poor lab support, limited selection of materials, or limited 

procedures 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 723 94.5 94.5 94.5 
yes 42 5.5 5.5 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 67-6, Additional comments included lack of job 
satisfection due to career stagnation, emphasis on military duties, 

administrative requirements, inability to practice specialty, 
un-rewarded efforts, lack of control of practice 

Valid Cumulative 
Frequency , Percent Percent Percent 

Valid no 719 94.0 94.0 94.0 
yes 46 6.0 6.0 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 67-7, Additional comments Included poor senior 
leadership evidenced by short sightedness, not being aware of 

working conditions, lack of devotion to younger officers, or allowing 
selection of younger officers for residency training 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 726 94.9 94.9 94.9 
yes 39 5.1 5.1 100.0 
Total 765 100.0 100.0 

Total 765 100,0 

Comments 67-8, Additional comments included poor promotion 
rates or promotion criteria 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 743 97.1 97.1 97.1 
yes 22 2.9 2.9 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 67-9, Additional comments included the ADCS was a 
positive experience 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 723 94.5 94.5 94.5 
yes 42 5.5 5.5 100.0 
Total 765 100.0 100.0 

Total 765 100.0 
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Comments 67-10, Additional comments included they haven't 
received specialty training and they want a specialty training 

opportunity 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 759 99.2 99.2 99.2 
yes 6 .8 .8 100.0 
Total 765 100.0 100.0 

Total 765 100.0 

Comments 67-11, Additional comments included other various 
comments, such as, dental officers should be treating patients and 
there are too many DC officers in non-clinical, admin positions, or 

residents should still receive DASP while in training 

Valid Cumulative 
Frequency Percent Percent Percent 

Valid no 675 88.2 88.2 88.2 
yes 90 11.8 11.8 100.0 
Total 765 100.0 100.0 

Total 765 100,0 
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Dental Officer Recruitment and Retention Survey 

Thank you for participating in this survey. Accuracy and completeness are very important. Circle (or Mark 'X') 
the appropriate box for each of the questions. In some instances you may be asked to write-in a response. 

Career Intentions (CI) 
1.   I intend to make the Army a career (stan for 20 years or more). 
2.   I intend to leave the Army despite the recent special pay increase. 
3.   I intend to leave after completion of my present tour. 
4.   I intend to leave in less than 3 years. 
5.   I intend to leave in 3 or 4 years 
6.   I intend to leave m 5 or more years 
7.   I intend to leave in less than 3 years unless selected for postgraduate 
training. 

LSutr 
UMr UaHMr 

8.   I intend to leave m 3 or 4 years unless selected for postgraduate 
trammg. 
9.   I intend to leave in 5 or more years unless selected for postgraduate 
training. 
10. I have completed 20 years and mtend to retire despite the recent special 
pay mcrease. 
11. I have completed 20 years and mtend to retire m 1 to 2 years. 
12. I have completed 20 years and mtend to retire m 3 to 4 years. 
13. I have completed 20 years and mtend to retire in 5 or more years. 

UBHMT 

DMtKMW 
N/A 

N/A 
N/A 
N/A 

2. 

N/A 
N/A 
N/A 
N/A 

N/A 

N/A 

N/A 

N/A 
N/A 
N/A 

Career Influences (CF\ 
14. Rate the influence the followmg factors have m your military career 
planning 

a. Quality of life 
b. Family acceptance (spouse and children) 
c. Pay '  
d. Professional development  
e. Professional satisfaction (dentistry) 
f. Postdoctoral training (residency/specialrv/administrative training) 
g. Mentorship (Quality of contemporaries and superiors) 
h. Military duty assignments        
i.   Military traming (airborne/air assault/special forces 
i.   Sense of duty (ci\>ic responsibility/patriotism)  
k. Esprit de Corps (camaraderie/cohesiveness) 
\.   Possibility of tactical deployment (war, peacekeeping. 
m. Travel 
n. Frequency of moves (PCS) 
0. Opportunity to "moonlight' 
p. Employment opportunities for your spouse 
q. OQia (write-in and rate) 

r. Other (write-in and rate) 



Career Influences (continued) 

For each of the following, rate the INFLUENCE.. e 
15. ...the recent special pay increase wUl have on your military career 
planning. 
16. ...that future special pay increases will have on your military career 
planning. 
17, ...the following additional increases in pay might have on your career 
planning: 

a.   an increase of $1000 to $4000 per year (before taxes) 
b.   an increase of $4000+ to $8000 per year (before taxes) 
c.   an increase of $8000+ to $12,000 per year (before taxes) 

inift-^---*^^' 
'< •''s<-N,<s'?? 

rss^! 

NafMhw 
DMt 
Kmmr 
N/A 

Ov\ 

1 

d.   an increase m excess of $12,000 per year (before taxes)  
18. ...the following method of payment for special pays has on your career 
planning: 

a. "lump sum" bonus (annual payment) 
b.   monthly installments 
c.   a combination of bonus and monthly installments 

19. ... that the opportunity for postgraduate education has (had) on your 
military career planning. 

N/A 

N/A 

N/A 
N/A 
N/A 
N/A 

N/A 
N/A 
N/A 
N/A 

EecniitmentCR) 

For each of the following, rate the VALUE... 
20. ...that the opportunity for postgraduate education had on your decision to join the 
Army 
21. ...that the opportuni^ for postgraduate education has on the Army's efforts to 
recruit new dental officers.  
22. ...that the HPSP had on your decision to join the Army. 
23. ...that the HPSP has on the Army's efforts to recruit new dental officers. 
24. ...that the AEGD-One Year had on your decision to join the Army 
25. ...that the AEGD-One Year has on the Army's efforts to recruit new dental 
officers.  
26. ...that the new accession bonus {$30K) will have on the Army's efforts to recruit 
new dental officers.  
27. ...that the new special pay increases {VSP, DASP, BCF) will have on die Army's 
efforts to recruit new dentd officers.  

Leadenghip 
Respond to the following statements beginning with, I FUJix,...  
28. ...that senior leadership {OJSG, DENCOM, DSSAs) is aware of the issues identified 
in this survey. 
29. ...that senior leadership is concerned about the issues identified in this survey. 
30. ...that senior leadership is taking action to address the issues identified m this 
survey. ^  
31. ...that senior leadership is aware of the specific pay issues identified in this survey. 
32. ...that senior leadership is concerned about the specific pay issues identified in this 
survey.  
33. ...that senior leadership is taking action to address the specific pay issues identified 

tin this survey.  

*v fi0tlwtt 

DM't 

WA 

N/A 

N/A 
N/A 

N/A 
N/A 

N/A 



The following demographic section is important for valid statistical analysis of the data. We know that different 
groups within a sample may respond differently to a survey. Measuring and interpreting these differences impacts 
on future policy in the ADCS. All responses are anonymous and confidential. 

Demographics (D) 

34« Gilder 35. Martial 
Sfatns 

36» Age S7. AOC 3B. T^ of Unit 
Presently Assigned To 

39* Hank 

40. Year graduated 
from dental school 

(write»in} 

41« Year entered on 
ActireBut^yasa 

dental officer 
(write"in)  

42. Years of Active 
Federal Service 

(write-in) 

45. Number of 
Overseas Tours 

(write-in) 

44. Have you ever had a break in service (i.g., left active dm and came back)! 
45. Have you ever served in a combat theater (e.g. Desert Stomip. 
46. Have you ever participated in any Operations Other Than War {e.g.. Joint 
Endeavor, Somalia, etc...)1 
47. Did you have any prior active service before joming the ADCS? 
48. Were you in ROTC, the Reserves, or the National Guard before joinmg the 
ADCS?  
49. Were you awarded a Health Professions Scholarship (HPSFP.  

a. If "Yes", for how many years were you on scholarship? (mark one) 
50. Did you incur any student loan debts {undergraduate and dehtal school) 
prior to joinmg the ADCS? 

a. If "Yes", what do you estunate was the amount of your debt when you 
entered active duty? {write-in, round to the nearest thousand) 
51. Did you complete, or are you m. a AEGD-One Year program? 
52. Did the chance to enter the AEGD-One Year program mfluence your 
decision to join the ADCS? 
53. Are you presently fiilfillmg an initial commitment m the ADCS? 

a. If "Yes", do you plan to stay after your initial commitment? 

1 Yes 
1 Yes 
1 Yes 

1 Yes 
1 Yes 

1 Yes 
4 years 
1 Yes 

2 No 
2 No 
2 No 

2 No 
2 No 

2 No 
3 years 
2 No 

1 Yes 
1 Yes 

1 Yes 
1 Yes 

2 No 
2 No 

2 No 
2 No 

2 years 1 year 



Demographics fcontihuea) 
54. Have you completed specialty training (residency in a dental specialty)! 
55. Are you presently in specialty training (residency in a dental specidty)! 
56. Did the opportunity to enter specialty training influence your decision to remain on active 
duty? 

1 Yes 
1 Yes 

2 No 
2 No   * 

1 Yes 

57. Were you specialty trained prior to joining the ADCS? 
58. Did you participate in the Financial Assistance Program (FAP)! 
59. Were you in private practice prior to entermg active duty? 
60. Have you ever, (do you now), "moonlight" in private practice while on active duty? 

a. If "Yes", was "moon-lighting" essential to supplement your income? 
61. Does your spouse presently work fall time? (if "Yes", see ^3) 
62. Does your spouse presently work part time? (if "Yes", see i^Z) 
63. Is your spouse's employment essCTtialto_suBBJ^!^Ll2H£J2£2S2^ 

1 Yes 
1 Yes 
1 Yes 
1 Yes 
1 Yes 
1 Yes 
1 Yes 
1 Yes 

2 No 

2 No 
2 No 
2 No 
2 No 
2 No 
2 No 
2 No 
2 No 

^:■>^■^•=<•'^^^ 

N/A 
N/A 
N/A 

The foUowing section is reserved for your comments. There are three specific areas that we ask you address. 
Simple bullet comments will suflBce, however, the choice is yours. 

Comments(Q 

64. List your three reasons for joming the ADCS: 
1) 
2) 
3) 

65. List your three reasons for remaining in the ADCS: 
1) 
2) 
3) 

66. List your three reasons for leaving the ADCS: 
1) 
2) 
3) 

67. Additional Comments: 

Thank you for taking the time to ffll out this survey. Please enclose in the attached envelope and return to you local 
command or you may forward the survey direcdy to this office. (Don't forget to place a stamp on the envelope!) If you have 
suggestions on how we might imj^rove this instrument, please add them to the comment section. 

Glo»«»ry of SpecM Tenns vaA Abbrevfaaom 

ADCS Any Denkl Can Syiton 
AEGIM>HVMr HFSP 

AOC AiaofComnniian.qwcadiUnidatiteor-'MOS- 
■idiMaA.63B,cti!... MTOE 

BCP ioaiCaHBaiimftif OTSG 

DASP 
nnuallumpptyiiKnt 

IDA 

DENCOM VSP 
vasK 
TAP 

HMBh Itofbacm Scbotaslq) Fngnm, cwBded i^on cntenig dentil Kbool or whfle in 
dald idiaal in cxdmge te n oUjgated tmr ofdity 
MiidifiadTU4eofOivnBli(ia*Equipiiiai^n&ntodeployibleiini(i(e.g. 4£^Me(ICo(DS)) 
OtScc onbe Swpcn GeacnI. looted in Fab Chisch. VA 
lUile of Oitbibalioii & Alomieei, lefin to fixed ftdfitiet ind unili liut typicdy donH def^ 
(e^.mjrOEKTAq 
\miitSfidiitwt, *Ii(»fi]r,mendil)riwymenlt 

pcctgmdutle tniningpiogi«iniinccdiingefcc»noMg«tedU)iirofdiity 



Appendix D 

Crosstabulations: Recruiting Variables significantly 
related to Rank, AOC, Age, Type of Unit, and Gender 

Demographics 39, Rank * Comments 64-1, Reasons for Joining 
the ADCS included the opportunity for residency training 

Crosstabuiation 

Count 

Comments 64-1, 
Reasons for joining the 

ADCS included the 
opportunity for 

residency tralninq 
Total no yes 

Demographics CPT 69 60 129 
39, Rank IMAJ 59 93 152 

LTC 146 138 284 
COL 102 83 185 

Total 376 374 750 

160 

140 

120 

100- 

N 

Comments 64-1, 
Reasons for joining the 
ADCS Included the 
oppoilunity for 
residency training. 

■no 

lyes 
CPT lUIAJ LTC COL 

Demographics 39, Rank 



Demographics 39, Rank * Comments 64-2, Reasons for joining 
tlie ADCS included opportunities to travel Crosstabulation 

Count 
Comments 64-2, 

Reasons for joining the 
ADCS included 

ODDortunities to travel 
Total no yes 

Demographics     CPT 
39, Rank             MAJ 

LTC 
COL 

Total 

88 
70 

161 
96 

415 

41 
82 

123 
87 

333 

129 
152 
284 
183 
748 

Comments 64-2, Reasons 
for joining the ADCS 
included opportunities for 
travel. 

■no 

lyes 

CPT IVIAJ LTC COL 

Demographics 39, Rank 



Demographics 39, Rank * Comments 64-5, Reasons for joining 
he ADCS included the opportunity to gain clinical experience and 

develop professionally Crosstabuiation 

Count 
Comments 64-5, 

Reasons for joining the 
ADCS included the 
opportunity to gain 
clinical experience 

and develop 
professionally 

Total no yes 
Demographics 
39, Ranl< 

CPT 

MAJ 
85 

114 

44 

38 

129 

152 

LTC 198 86 284 
COL 120 65 185 

Total 517 233 750 

300 

N 

Comments 64-5, Reasons 
for joining tlie ADCS 
included the opportunity to 
gain clinical experience 
and develop 
professionally. 

no 

yes 
CPT MAJ LTC COL 

Demographics 39, Rank 



Demographics 39, Rank * Comments 64-4, Reasons for joining 
the ADCS included having a HPSP or ROTC commitment to serve 

Crosstabulation 

Count                                                                                      1 
Comments 64-4, 

Reasons for joining the 
ADCS included having 

a HPSP or ROTC 
commitment to serve 

Total no yes 
Demographics     CPT 
39, Ranl<             MAJ 

LTC 
COL 

Total 

72 
136 
226 
137 
571 

57 
16 
58 

48 
179 

129 
152 
284 

185 
750 

300 

200 

100- 

N 

Comments 64-4, 
Reasons for joining tiie 
ADCS included a HPSP 
or ROTC commitment 
to serve. 

■no 

yes 
CPT MAJ LTC COL 

Demographics 39, Ranl< 



Demographics 39, Rank * Comments 64-3, Reasons for joining 
the ADCS included the quality of practice and professional 

associations Crosstabulation 

Comments 64-3, 
Reasons for joining the 

ADCS included the 
quality of practice and 

professional 
assoc ations 

Total no yes 
Demographics OPT 121 8 129 
39, Rank MAJ 134 18 152 

LTC 242 42 284 

COL 143 42 185 

Total 640 110 750 

Demographics 39, Rank * Comments 64-4, Reasons for joining 
the ADCS included having a HPSP or ROTC commitment to serve 

Crosstabulation 

Count 
Comments 64-4, 

Reasons for joining the 
ADCS included having 

a HPSP or ROTC 
commitment to serve 

Total no yes   „ 
Demographics 
39, Rank 

CPT 

MAJ 

72 

136 

57 

16 

129 

152 

LTC 226 58 284 

COL 137 48 185 

Total 571 179 750 



Demographics 39, Rank • Comments 64-5, Reasons for Joining 
he ADCS included the opportunity to gain clinicai experience and 

develop professionally Crosstabulation 

Count 
Comments 64-5, 

Reasons for joining the 
ADCS included the 
opportunity to gain 
clinical experience 

and develop 
orofessionally 

Total no yes 
Demographics CPT 85 44 129 
39, Rank MAJ 114 38 152 

LTC 198 86 284 

COL 120 65 185 

Total 517 233 750 

Demographics 39, Ranic * Comments 64-11, Reasons for joining 
the ADCS included the high costs of civilian practice start-up 

costs, high stress of civilian practice, or indecision about 
practice location Crosstabulation 

Count 
Comments 64-11, 

Reasons for joining the 
ADCS included the high 
costs of civilian practice 

start-up costs, high 
stress of civilian 

practice, or indecision 
about pract ce location 

Total no yes 
Demographics CPT 123 6 129 
39, Ranl< MAJ 145 7 152 

LTC 249 35 284 

COL 164 21 185 

Total 681 69 750 



Demographics 39, Rank * Comments 64-12, Reasons for Joining 
the ADCS included miiitary draft considerations Crosstabulation 

Count 
Comments 64-12, 

Reasons for joining the 
ADCS included 

miiitary draft 
considerations 

Total no yes 
Demographiics 
39, Ranl< 

OPT 
IWAJ 

129 
152 

129 
152 

LTC 282 2 284 

COL 174 11 185 

Total 737 13 750 

Demographics 39, Ranl( * Recruitment r21, Value that the opportunity for postgraduate education has 
on the Army's efforts to recruit new dental officers Crosstabulation 

Count 
Recruitment r21. Value that the opportunity for postgraduate 

education has on the Army's efforts to recruit new dental officers 
some 

no value little value neutral value high value Total 

Demographics CPT 3 15 13 47 47 125 

39, Rank MAJ 2 15 17 68 41 143 

LTC 3 21 35 114 100 273 

COL 1 7 15 82 71 176 

Total 9 58 80 311 259 717 

Demographics 39, Rank * Recruitment r23. Value that the HPSP has on the Army's efforts to recruit new 
dental officers Crosstabulation 

Count 
Recruitment r23. Value that the HPSP has on the Anny's 

efforts to recruit new dental officers 
some 

no value little value neutral value high value Total 

Demographics CPT 5 2 6 41 63 117 

39, Rank MAJ 4 13 18 54 34 123 

'LTC 5 12 20 96 126 259 

COL 1 3 6 50 113 173 

Total 15 30 50 241 336 672 



Demographics 39, Rank * Recruitment r24, Value that the AEGD-One Year Program had on your decision 
to Join the Army Crosstabuiation 

Count 
Recruitment r24, Value that the AEGD-One Year Program had 

on vour decision to join the Armv 
some 

no value little value neutral value high value Total 

Demographics CPT 18 9 22 23 43 115 

39, Rank MM 30 4 11 26 40 111 

LTC 60 9 43 29 63 204 

COL 29 8 39 29 23 128 

Total 137 30 115 107 169 558 

Demographics 39, Ranl< • Recruitment r25. Value that the AEGD^ne Year Program has on the Army's 
efforts to recruit new dental officers Crosstabuiation 

Count 
Recruitment r25. Value that the AEGD-One Year Program has  ' 

on the Armv's efforts to recruit new dental officers 
some 

no value little value neutral value high value Total 

Demographics CPT 7 8 17 53 39 124 

39, Rank MAJ 6 7 22 71 23 129 

LTC 5 21 25 154 58 263 

COL 2 6 21 94 52 175 

Total 20 42 85 372 172 691 

Demographics 39, Rank * Demographics d49, Were you awarded a 
HPSP? Crosstabuiation 

Count 
Demographics d49, 

Were you awarded a 
HPSP? 

Total yes no 
Demographics 
39, Rank 

CPT 
MAJ 

68 
9 

60 
143 

128 
152 

LTC 52 232 284 

COL 63 121 184 

Total 192 556 748 



300 

200- 

N 

Demographics d49, 
Were you awarded a 
HPSP scholarship? 

100. 

|yes 

I no 
CPT MAJ LTC COL 

Demographics 39, Rank 

Demographics 39, Rank * Demographics d49a, If "yes" to awarded a HPSP, for how many 
years were you on scholarship? Crosstabulation 

Count 
Demographics d49a. If "yes" to awarded a HPSP, 

for how many years were you on scholarship? 
Total 1 year 2 years 3 years 4 years 

Demographics 
39, Rank 

CPT 
MAJ 

21 
3 

37 
2 

8 
1 

1 
3 

67 
9 

LTC 2 7 18 25 52 

COL 10 11 23 19 63 

Total 36 57 50 48 191 

Demographics 39, Rank * Demographics d52. Did the chance to 
enter the AEGD-One Year Program influence your decision to join 

the ADOS? Crosstabulation 

Count 
Demographics d52. Did 
the chance to enter the 

AEGD-One Year 
Program influence 

your decision to join the 
ADCS? 

Total yes no 
Demographics CPT 52 77 129 
39, Rank MAJ 55 94 149 

LTC 75 204 279 

COL 31 147 178 

Total 213 522 735 



200 

N 

Demographics d52, Did 
the chance to enter an 
AEGD-1 year program 
influence your decision 
tojointheADCS? 

|yes 

■no 
CPT MAJ LTC COL 

Demographics 39, Rank 

Demographics 39, Rank * Demographics d59, Were yc 
practice prior to entering active duty? Crosstabi 

Count 

>u in private 
jiation 

Demographics d59, 
Were you in private 

practice prior to 
enterina active duty? 

Total yes no 
Demographics     CPT 
39, Rank             MAJ 

LTC 
COL 

Total 

10 
41 
61 
41 

153 

119 
110 
777 
143 
594 

129 
151 
283 
184 
747 



N 

Demographics d59, 
Were you in private 
practice prior to entering 
active duty? 

lyes 

■ no 

OPT MAJ LTC COL 

Demographics 39, Ranic 

Demographics 37, Area of Concentration * Comments 64-1, Reasons for 
joining the ADCS Included the opportunity for residency training 

Crosstabulation 

Count 
Comments 64-1, 

Reasons for joining the 
ADCS included the 

opportunity for 
residency training 

Total no yes 
Demographics 37, Area      63A 
of Concentration                63B 

105 
129 

122 
99 

227 
228 

63D 18 21 39 

63E 12 17 29 

63F 38 40 78 

63H 3 1 4 

63K 16 18 34 

63M 13 15 28 

63N 31 29 60 

63P 6 5 11 

63R 2 1 3 

Total 373 368 741 



N 

Comments 64-1, 
Reasons for joining 
included tlie opportunity 
for residency training 

I no 

lyes 

63A  63D  63F  63K  63N  63R 

63B  63E  63H  63M  63P 

Demographics 37, Area of Concentration 

Demographics 37, Area of Concentration * Comments 64-2, Reasons for 
joining the ADCS inciuded opportunities to travel Crosstabulation 

Count 
Comments 64-2, 

Reasons for joining the 
ADCS included 

oDDortunities to travel 
Total no yes  

Demographics 37, Area 
of Concentration 

63A 
63B 

131 
115 

96 
112 

227 
227 

63D 23 16 39 

63E 13 16 29 

63F 51 27 78 

63H 2 2 4 

63K 18 16 34 

63M 18 10 28 

63N 34 26 60 

63P 6 4 10 

63R 1 2 3 

Total 412 327 739 



Demographics 3^, Area of Concentration * Comments 64-5, Reasons for 
joining the ADCS included tiie opportunity to gain clinical experience and 

develop professionally Crosstabulation 

Count 
Comments 64-5, 

Reasons for joining the 
ADCS included the 
opportunity to gain 
clinical experience 

and develop 
professionally 

Total no yes 
Demographics 37, Area 63A 163 64 227 
of Concentration 63B 144 84 228 

63D 25 14 39 

63E 21 8 29 

63F 55 23 78 

63H 4 4 
63K 22 12 34 
63IVI 20 8 28 
63N 46 14 60 
63P 7 4 11 
63R 2 1 3 

Total 509 232 741 

Demographics 37, Area of Concentration * Comments 64-4, Reasons for 
Joining the ADCS included having a HPSP or ROTO commitment to serve 

Crosstabulation 

Count 
Comments 64-4, 

Reasons for joining the 
ADCS Included having 

aHPSPorROTC 
commitment to serve 

Total no yes 
Demographics 37, Area 
of Concentration 

63A 
63B 

162 
185 

65 
43 

227 
228 

63D 35 4 39 
63E 19 10 29 
63F 65 13 78 
63H 2 2 4 
63K 29 5 34 
63M 18 10 28 
63N 40 20 60 
63P 8 3 11 
63R 1 2 3 

Total 564 177 741 



Demographics 37, Area of Concentration * Comments 64-7, Reasons for 
joining the ADCS Included the opportunity for job security, benefits, and 

eventually retirement benefits Crosstabulation 

Count 
Comments 64-7, 

Reasons for joining the 
ADCS included the 
opportunity for job 

security, benefits, and 
eventually retirement 

benefits 
Total no yes 

Demographics 37, Area 63A 209 18 227 

of Concentration 63B 195 33 228 

63D 33 6 39 

63E 26 3 29 

63F 73 5 78 

63H 3 1 4 

63K 30 4 34 

63IVI 27 1 28 

63N 59 1 60 

63P 10 1 11 

63R 3 3 

Total 668 73 741 



Demographics 37, Area of Concentration * Recruitment r26, Value that the new accession bonus of $30K will have 
on the Army's efforts to recruit new dental officers Crosstabulatlon 

Count 
Recruitment r26, Value that the new accession bonus of $30K 

will have on the Army's efforts to recruit new dental officers 

Total no value little value neutral 
some 
value high value 

Demographics 37, Area 
of Concentration 

63A 
63B 

2 
1 

2 
7 

16 
9 

67 
96 

130 
106 

217 
219 

63D 1 2 1 13 22 39 

63E 1 15 12 28 
63F 2 1 3 36 32 74 

63H 1 2 3 
63K 1 1 12 17 31 
63M 4 9 15 28 

63N 2 3 3 27 21 56 

63P 7 4 11 

63R 1 2 3 
Total 8 17 37 284 • 363 709 

Demographics 37, Area of Concentration * Recruitment r27, Value tliat the new special pay increases (VSP, 
DASP, BCP) will have on the Army's efforts to recruit new dental officers Crosstabulation 

Count 
Recruitment r27, Value that the new special pay increases 

(VSP, DASP, BCP) will have on the Anny's efforts to recruit new 
dental officers 

Total no value little value neutral 
some 
value high value 

Demographics 37, Area 
of Concentration 

63A 
63B 

5 
2 

15 
22 

25 
16 

115 
126 

56 
53 

216 
219 

63D 1 5 4 17 12 39 

63E 1 1 4 14 8 28 

63F 3 4 9 43 15 74 

63H 1 1 1 3 

63K 1 3 4 15 8 31 

63M 1 2 9 10 6 28 

63N 4 10 5 33 6 58 

63P 1 7 3 11 

63R 2 1 3 

Total 18 62 78 383 169 710 



Demographics 37, Area of Concentration * Demographics d49a, If "yes" to awarded a HPSP, for how 
many years were you on scholarship? Crosstabulatlon 

VyUUIIl 

Demographics d49a. If "yes" to awarded a HPSP, 
for how manv vears were vou on scholarship? 

Total 1 year 2 years 3 years 4 years 

Demograpiiics 37, Area 63A 22 35 8 5 70 

of Concentration 63B 8 6 17 17 48 

63D 1 3 2 6 

63E 2 1 2 5 10 

63F 1 9 2 12 

63H 2 1 3 

63K 3 1 5 9 

63M 2 4 2 8 

63N 1 5 2 8 16 

63P 2 1 1 1 5 

63R 1 1 

Total 36 55 49 48 188 

Demographics 37, Area of Concentration * Demographics d57. Were you 
specialty trained prior to joining the ADCS? Crosstabulatlon 

Count 
Demograi 
Were you 

trained pric 
theAl 

jhics d57, 
specialty 
r to joining 
DCS? 

Total yes no 
Demographics 37, Area 
of Concentration 

63A 
63B 2 

226 
225 

226 
227 

63D 1 38 39 

63E 1 28 29 

63F 3 75 78 

63H 4 4 

63K 3 31 34 

63M 2 26 28 

63N 8 51 59 

63P 11 11 

63R 3 3 

Total 20 718 738 



Demographrcs 36, Age * Comments 64-1, Reasons for joining the 
ADCS included the opportunity for residency training 

Crosstabulation 

Count 
Comments 64-1, 

Reasons for joining the 
ADCS included the 

opportunity for 
residency training 

Total no yes 
Demographics 
36, Age 

under 25 

25-30 36 
1 

31 

1 

67 

31-35 48 47 95 

36-40 52 74 126 

41-45 119 125 244 

46-50 91 65 156 

over 50 32 31 63 

Total 378 374 752 

Demographics 36, Age * Comments 64-2, Reasons for joining the 
ADCS included opportunities to travel Crosstabulation 

Count 
Comments 64-2, 

Reasons for joining the 
ADCS included 

opportunities to travel 
Total no yes 

Demographics 
36, Age 

under 25 

25-30 50 
1 

17 

1 

67 

31-35 53 42 95 

36-40 58 68 126 

41-45 139 105 244 

46-50 86 68 154 

over 50 30 33 63 

Total 416 334 750 



Demographics 36, Age * Comments 64-5, Reasons forjorning the 
ADCS included the opportunity to gain clinical experience and 

develop professionally Crosstabulation 

Comments 64-5, 
Reasons for joining the 

ADCS included the 
opportunity to gain 
clinical experience 

and develop 
orofessionallv 

Total no yes 
Demographics 
36, Age 

under 25 
25-30 

1 
45 22 

1 
67 

31-35 70 25 95 

36-40 80 46 126 

41-45 161 83 244 

46-50 112 44 156 

over 50 49 14 63 

Total 518 234 752 

Demographics 36, Age * Comments 64-12, Reasons for joining 
the ADCS included military draft considerations Crosstabulation 

Count 
Comments 64-12, 

Reasons for joining the 
ADCS included 

military draft 
considerations 

Total no yes 
Demographics 
36, Age 

under 25 
25-30 

1 
67 

1 
67 

31-35 95 95 

36-40 126 126 

41-45 242 2 244 

'46-50 150 6 156 

over 50 58 5 63 

Total 739 13 752 



Demographics 36, Age * Comments 64-3, Reasons for Joining the 
ADCS included the quaiity of practice and professional 

associations Crosstabulation 

Count 
Comments 64-3, 

Reasons for joining the 
ADCS included the 

quality of practice and 
professional 
associations 

Total no yes 
Demographics 
36, Age 

under 25 

25-30 

1 

63 4 
1 

67 

31-35 88 7 95 
36-40 112 14 126 
41-45 210 34 244 
46-50 123 33 156 
over 50 45 18 63 

Total 642 110 752 

N 

Comments 64-3, 
Reason for joining the 
AIXS included the 
quality of pnacb'ce and 
professional 
assodations 

ino 

lyes 

under 26      31-35        41^       over 50 

25^ 3&40 4&-50 

Demographics 36, Age 



Demographics 36, Age * Comments 64-4, Reasons for joining the 
ADCS Included having a HPSP or ROTC commitment to serve 

Crosstabulation 

Comments 64-4, 
Reasons for joining the 
ADCS included having 

a HPSP or ROTC 
commitment to serve 

Total no ves 
Demographics under 25 1 1 

36, Age 25-30 32 35 67 

31-35 66 29 95 

36-40 111 15 126 

41-45 192 52 244 

46-50 117 39 156 

over 50 54 9 63 

Total 573 179 752 

200 

N 

Comments 64-4, 
Reason for joining the 
ADCS included a 
ROTC/HPSP 
commitment 

lyes 

under 25        31-35 41-45 over 50 

30 36-40 46-50 

Demographics 36, Age 



Demographics 36, Age * Comments 64-2, Reasons for Joining the 
ADCS included opportunities to travel Crosstabulation 

Comments 64-2, 
Reasons for joining the 

ADCS included 
ODDortunities to travel 

Total no yes 
Demographics 
36, Age 

under 25 
25-30 50 

1 
17 

1 
67 

31-35 53 42 95 

36-40 58 68 126 

41-45 139 105 244 

46-50 86 68 154 

over 50 30 33 63 

Total 416 334 750 

N 

Comments 64-2, Reason 
forjoining the ADCS 
included opportunities to 
travel 

I no 

lyes 

under 25  31-35   41-45  over 50 
25-30    36-40    46-50 

Demographics 36, Age 



Demographics 36, Age * Recruitment r21, Value that the opportunity for postgraduate education has on 
the Army's efforts to recruit new dentai officers Crosstabulation 

Count 
Recruitment r21, Value that the opportunity for postgraduate 

ftriuratlon has on the Armv's efforts to recmit new dental officers 
some 

no value little value neutral value hiqh value Total 

Demographics under 25 1 1 

36, Age 25-30 3 9 6 19 27 64 

31-35 2 12 12 38 29 93 

36-40 11 13 64 33 121 

41-45 2 17 26 101 84 230 

46-50 2 7 14 66 59 148 

over 50 2 8 24 27 61 

Total 9 58 79 313 259 718 

Demographics 36, Age * Recruitment r22. Value that the HPSP had on your decision to join the Army 
Crosstabulation 

Count 
1 Recruitment r22, Value that the HPSP had on your decision to 

oin the Amiv 
some 

no value little value neutral value high value Total 

Demographics under 25 1 1 

36, Age 25-30 9 2 3 4 37 55 

31-35 19 14 3 21 57 

36-40 27 2 10 1 7 47 

41-45 69 4 18 7 49 147 

46-50 27 3 22 6 42 100 

over 50 12 1 13 1 10 37 

Total 163 12 80 22 167 444 



Demographics 36, Age • Recruitment r23, Value that the HPSP has on the Army's efforts to recruit new 
dental officers Crosstabulation 

Count 
Recruitment r23, Value that the HPSP has on the Army's 

efforts to recruit new dental officers 
some 

no value little value neutral value high value Total 

Demographics under 25 1 1 

36, Age 25-30 5 1 17 37 60 

31-35 3 5 9 35 32 84 

36-40 1 8 13 44 42 108 

41-45 5 10 15 84 109 223 

46-50 1 4 9 44 84 142 

over 50 2 3 20 32 57 

Total 15 29 50 244 337 675 

Demographics 36, Age * Recruitment r24, Value that the AEGD-One Year Program had on your decision to 
join the Army Crosstabulation 

Count 
Recruitment r24. Value that the AEGD-One Year Program had 

on vour decision to join the Amnv 
some 

no value little value neutral value high value Total 

Demographics under 25 1 1 

36. Age 25-30 6 8 9 13 28 64 

31-35 19 3 13 16 25 76 

36-40 13 3 14 24 42 96 

41-45 60 8 36 25 51 180 

46-50 31 7 30 21 16 105 

over 50 9 1 14 8 6 38 

Total 138 30 116 107 169 560 



Demographics 36, Age * Demographics d47, Did you have any prior 
active service before joining tiie ADCS? Crosstabuiation 

Count 
Demographics d47, Did 

you have any prior 
active service before 
ioinina the ADCS? 

Total yes no 
Demographics 
36, Age 

under 25 
25-30 8 

1 
59 

1 
67 

31-35 13 81 94 

36-40 16 109 125 

41-45 57 187 244 

46-50 43 113 156 

over 50 32 31 63 

Total 169 581 750 

Demographics 36, Age * Demographics d49. Were you awarded a 
HPSP? Crosstabuiation 

Count 
Demographics d49, 

Were you awarded a 
HPSP? 

Total yes no 
Demographics 
36, Age 

under 25 
25-30 

1 
43 24 

1 
67 

31-35 24 70 94 

36-40 6 120 126 

41-45 57 187 244 

46-50 53 103 156 

over 50 8 54 62 

Total 192 558 750 



Demographics 36. Age * Demographics d49a, If "yes" to awarded a HPSP, for how many 
years were you on scholarship? Crosstabulatlon 

Count 
Demographics d49a, If "yes" to awarded a HPSP. 

for how manv vears were you on scholarship? 
Total lyear 2 years 3 years 4 years 

Demographics 
36, Age 

under 25 
25-30 
31-35 

1 
13 
8 

25 
11 

4 
4 1 

1 
42 
24 

36-40 
41-45 

1 2 
8 24 

3 
25 

6 
57 

46-50 13 10 15 14 52 

Totai 

over 50 
36 

1 
57 

3 
50 

5 
48 

9 
191 

Demographics 36, Age * Demographics dS2, Did the chance to 
enter the AEGD-One Year Program influence your decision to join 

the ADCS? Crosstabulatlon 

Count 
Demographics d52. Did 
the chance to enter the 

AEGD-One Year 
Program influence 

your decision to join the 
ADCS? 

Total yes no 
Demographics 
36, Age 

under 25 
25-30 

1 
33 34 

1 
67 

31-35 30 63 93 

36-40 58 68 126 

41-45 62 179 241 

46-50 21 130 151 

over 50 9 49 58 

Total 214 523 737 



200 

N 
100- 

Demographics d52, 
Did the chance to 
enter the AEGD-1yr. 
Program influence 
your decision to join 
theADCS? 

lyes 

Ino 
under 25  31-35   41-45   over 50 

25-30    36-40   46-50 

Demographics 36, Age 

Demographics 36, Age * Demographics d59, Were you In private 
practice prior to entering active duty? Crosstabulation 

Count 
Demographics d59. 
Were you in private 

practice prior to 
enterina active duty? 

Total yes no 
Demographics 
36, Age 

under 25 
25-30 2 

1 
65 

1 
67 

31-35 15 79 94 

36-40 22 104 126 

41-45 39 205 244 

46-50 44 111 155 

over 50 30 32 62 

Total 152 597 749 



300 

200 

N 
100 

Demographics d59, Were 
you in private practice 
prior to entering active 
duty? 

lyes 

■no 
under 25  31-35 

25-30    36-40 

41-45 over 50 

46-50 

Demograpliics 36, Age 

Demographjcs 38, Type of Unit (present assignment) * Comments 64-1, 
Reasons for joining tlie ADCS included the opportunity for residency 

training Crosstabulation 

Count 
Comments 64-1, 

Reasons for joining the 
ADCS included the 

opportunity for 
residency training 

Total no yes 
Demographics 38, 
Type of Unit (present 
assignment) 

TDA 
MTOE 
in military 
school 

287 
53 

22 

268 
47 

31 

555 
100 

53 

don't know 1 4 5 

other 14 22 36 

Total 377 372 749 



Demographics 38, Type of Unit (present assignment) * Comments 64-2, 
Reasons for joining tiie ADCS included opportunities to travel 

Crosstabuiation 

Count 
Comments 64-2, 

Reasons for joining the 
ADCS included 

oDDortunities to travel 
Total no yes 

Demographics 38, 
Type of Unit (present 
assignment) 

TDA 
MTOE 
in military 
school 

317 
50 

24 

236 
50 

29 

553 
100 

53 

don't know 4 1 5 

other 20 16 36 

Total 415 332 747 

Demographics 38, Type of Unit (present assignment) * Comments 64-5, 
Reasons for Joining the ADCS included the opportunity to gain clinical 

experience and develop professionally Crosstabuiation 

Count 
Comments 64-5, 

Reasons for joining the 
ADCS included the 
opportunity to gain 
clinical experience 

and develop 
orofessionaliv 

Total no yes 
Demographics 38, TDA 392 163 555 
Type of Unit (present MTOE 67 33 100 
assignment) In military 

school 35 18 53 

don't know 1 4 5 

other 23 13 36 

Total 518 231 749 



-^ 

Demographics 38, Type of Unit (present assignment) * Comments 64-4, 
Reasons for joining tiie ADCS included having a HPSP or ROTC 

commitment to serve Crosstabulation 

Count 
Comments 64-4, 

Reasons for joining the 
ADCS included having 

a HPSP or ROTC 
commitment to serve 

Total no yes 
Demographics 38,         TDA 418 137 555 
Type of Unit (present     MTOE 76 24 100 
assignment)                 j^ military 

43 10 53 
school 
don't i<now 5 5 

other 28 8 36 

Total 570 179 749 

Demographics 38, Type of Unit (present assignment) * Comments 64-3, 
Reasons for joining the ADCS included the quality of practice and 

professional associations Crosstabulation 

Count 
Comments 64-3, 

Reasons for joining the 
ADCS included the 

quality of practice and 
professional 
assoc ations 

Total no yes 
Demographics 38,         TDA 467 88 555 
Type of Unit (present     MTOE 91 9 100 
assignment)                 j^ ^jijtary 

school 45 8 53 

don't know 5 5 

other 31 5 36 

Total 639 110 749 

« 



Demographics 38, Type of Unit (present assignment) * Comments 
64-10, Reasons for joining the ADCS inciuded financial opportunities, 
such as to save money, repay debts, or to get a job Crosstabuiation 

Count 
Comments 64-10, 

Reasons for joining the 
ADCS included 

financial opportunities. 
such as to save money. 
repay debts, or to get a 

iob 
Total no yes 

Demographics 38, TDA 447 108 555 

Type of Unit (present MTOE 81 19 100 
assignment) in military 

school 
47 6 53 

don't know 5 5 

other 33 3 36 

Total 613 136 749 

Demographics 38, Type of Unit (present assignment) * Comments 64-1, 
Reasons for joining the ADCS Inciuded the opportunity for residency 

training Crosstabuiation 

Count 
Commer 

Reasons fo 
ADCS inc 

opporti 
residenc 

Its 64-1, 
r joining the 
luded the 
nity for 
/ training 

Total no yes 
Demographics 38,         TDA 
Type of Unit (present     MTOE 

assignment)                 ;„ military 
school 
don't know 
other 

Total 

287 
53 

22 

1 
14 

377 

268 
47 

31 

4 
22 

372 

555 
100 

53 

5 
36 

749 



Demographics 38, Type of Unit (present assignment) * Demographics 
d49, Were you awarded a HPSP? Crosstabuiation 

Count 
Demographics d49, 

Were you awarded a 
HPSP? 

Total yes no 
Demographics 38,         TDA 
Type of Unit (present     MTOE 
assignment)                 i^^Hitg^ 

school 
don't know 
other 

Total 

134 
23 

19 

15 
191 

419 
77 

34 

5 
21 

556 

553 
100 

53 

5 
36 

747 

Demographics 38, Type of Unit (present assignment) * Demographics 
52, Did the chance to enter the AEGD-One Year Program influence your 

decision to join the ADCS? Crosstabuiation 

Count 

Demographics d52, Did 
the chance to enter the 

AEGD-One Year 
Program influence 

your decision to join the 
ADCS? 

Total yes no 
Demographics 38, TDA 138 404 642 
Type of Unit (present MTOE 37 63 100 
assignment) in military 

school 20 31 51 

don't know 3 2 5 
other 12 24 36 

Total 210 524 734 



Demographics 38, Type of Unit (present assignment) * Demographics 
d57, Were you speciaity trained prior to joining the ADCS? 

Crosstabuiation 

Count 
Demographics d57. 
Were you specialty 

trained prior to joining 
the ADCS? 

Total yes no 
Demographics 38, 
Type of Unit (present 
assignment) 

TDA 
MTOE 
in military 
school 

20 533 
100 

53 

553 
100 

53 

dont know 5 5 
other 36 36 

Total 20 727 747 

Demographics 34, Gender * Comments 64-1, Reasons for joining 
the ADCS included the opportunity for residency training 

Crosstabuiation 

Count 

Commei 
Reasons fo 

ADCS inc 
opportL 

residency 

Its 64-1, 
r joining the 
Juded the 
nityfor 
/ training 

Total no yes 
Demographics     female 
34. Gender         male 

Total 

38 
340 
378 

37 
334 
371 

75 
674 
749 

Demographics 34, Gender * Comments 64-2, Reasons for joining 
the ADCS included opportunities to travel Crosstabuiation 

Count 
Comments 64-2, 

Reasons for joining the 
ADCS included 

opportunities to travel 
Total no yes 

Demographics 
34, Gender 

Total 

female 
male 

49 
365 
414 

26 
307 

333 

75 
672 

747 



Demographics 34, Gender * Comments 64-5, Reasons for Joining 
he ADCS included the opportunity to gain clinical experience and 

develop professionally Crosstabuiation 

Count 
Comments 64-5, 

Reasons for joining the 
ADCS included the 
opportunity to gain 
clinical experience 

and develop 
professionally 

Total no yes 
Demographics     female 
34, Gender        male 

Total 

50 

467 

517 

25 

207 

232 

75 

674 

749 

Demographics 34, Gender * Comments 64-4, Reasons for joining 
the ADCS included having a HPSP or ROTC commitment to serve 

Crosstabuiation 

Count 
Comments 64-4, 

Reasons for joining the 
ADCS included having 

a HPSP or ROTC 
commitment to serve 

Total no yes 
Demographics     female 
34, Gender         male 

Total 

57 

512 

569 

18 

162 

180 

75 

674 

749 

Demographics 34, Gender * Comments 64-8, Reasons for Joining 
the ADCS included a family association witii, or acceptance of 

the military, or prior service Crosstabuiation 

Count 
Comments 64-8, 

Reasons for joining the 
ADCS included a femily 

association with, or 
■* acceptance of the 

military, or prior service 

Total no yes 
Demographics female 62 13 75 
34, Gender male 626 48 674 

Total 688 61 749 



Demographics 34, Gender 'Recruitment r23, Value that the HPSP has on the Army's efforts to recruit 
new dental officers Crosstabulatlon 

Count 
Recaiitment r23, Value that the HPSP has on the Amfiy's 

efforts to recruit new dental officers 

Total no value little value neutral 
some 
value high value 

Demographics 
34, Gender 

Total 

female 
male 

6 
10 
15 

3 
27 
30 

6 
44 
50 

23 
220 
243 

30 
305 
335 

67 
606 
673 

Demographics 34, Gender * Recruitment r25. Value that the AEGD-One Year Program has on the Army's 
efforts to recruit new dental officers Crosstabulatlon 

Count 

Demographics      female 
34, Gender male 

Total 

Recruitment r25, Value that the AEGD-One Year Program has   , 
on the Army's efforts to recoiit new dental officers  

no value 
7 

12 
19 

little value 
5 

39 
44 

neutral 
9 

76 
85 

some 
value 

29 
343 
372 

high value 
18 

152 
170 

Total 
68 

622 



Appendix E 

Crosstabulations: Leadership variables significantly 
related to Rank, AOC, Age, Type of Unit, and Gender 

Demographics 39, Rank * Leadership 128,1 feel that senior leadership is aware of the issues identified 
in this survey Crosstabulation 

Count 
Leadership 128,1 feel that senior leadership is aware of the 

issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
39, Rank 

CPT 
MAJ 

6 
14 

6 
23 

18 
17 

72 
70 

25 
26 

127 
150 

LTC 16 20 26 155 62 279 
COL 8 7 16 74 78 183 

Total 44 56 77 371 191 739 

Demographics 39, Rank * Leadership 129,1 feel that senior leadership is concerned about the Issues 
identified in this survey Crosstabulation 

Count 
Leadership 129,1 feel that senior leadership is concerned about 

the issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
39, Rank 

CPT 
MAJ 

9 
22 

14 
27 

21 
29 

64 
55 

18 
13 

126 
146 

LTC 27 35 48 122 45 277 
COL 7 11 13 76 74 181 

Total 65 87 111 317 150 730 



Demographics 39, Rank * Leadership 130,1 feei that senior leadership is talking action to address the 
issues identified in this survey Crosstabulation 

Count 
Leadership 130,1 feel that senior leadership is taking action to 

address the issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
39, Rank 

CPT 

MAJ 
7 

25 

14 

30 

24 

37 

67 

45 

14 

10 

126 

147 

LTC 29 47 56 105 34 271 

COL 8 17 27 75 55 182 

Total 69 108 144 292 113 726 

Demographics 39, Rank * Leadership i31, i feel that senior leadership is aware of the specific pay issues 
identified in this survey Crosstabuiation 

Count 
Leadership 131,1 feel that senior leadership is aware of the 

specific pay issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
39, Rank 

CPT 

IVIAJ 
2 

16 

7 

20 

18 

18 

67 

74 

32 

21 

126 

149 
LTC 13 16 36 154 59 278 
COL 3 4 17 88 70 182 

Total 34 47 89 383 182 735 

Demographics 39, Rank * Leadership 132,1 feel senior leadership is concerned about the specific pay 
issues identified in this survey Crosstabulation 

Count 
Leadership 132,1 feel senior leadership is concerned about 

the specific pay issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
39, Rank 

CPT 

MAJ 
2 

22 

14 

24 

27 

30 

63 

63 

20 

9 

126 

148 

LTC 25 33 52 120 44 274 

COL 2 12 22 77 68 181 
Total 51 83 131 323 141 729 



Demographics 39, Rank * Leadership 133,1 feel that senior leadership is talking action to address the 
specific pay issues identified in this survey Crosstabulation 

Count 
Leadership 133,1 feel that senior leadership is taking action to 

address the specific pay issues identified in this survey 

Total 
stringly 

disagree disagree neutral agree 
strongly 
agree 

Demographics 
39, Rank 

CPT 
MAJ 

3 
26 

14 
28 

24 
36 

68 
50 

16 
7 

125 
147 

LTC 25 41 59 112 35 272 

COL 6 14 26 79 56 181 

Total 60 97 145 309 114 725 

Demographics 39, Rank * Career Influences 14g, Mentorship Crosstabulation 

Count 
Career Influences 14g, Mentorship 

Total 

strong 
negative 
influence 

negative 
influence 

no 
influence 

positive 
influence 

strong 
positive 

influence 
Demographics     CPT 
39, Rank             MAJ 

LTC 
COL 

Total 

2 
11 
8 

21 

5 
10 
15 

5 
35 

12 
28 
30 
17 
87 

65 
69 

146 
84 

364 

43 
32 
75 
76 

226 

127 
150 
274 
182 
733 



Demographics 37, Area of Concentration * Leadership 130,1 feel that senior leadership is taking action to address 
the issues identified in this survey Crosstabulation 

Leadership 130,1 feel that senior leadership is taking action to 
address the issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 37, Area 
of Concentration 

63A 

63B 

25 

13 

29 

34 

50 

29 

93 

92 

23 

53 

220 

221 

63D 7 5 5 17 5 39 

63E 2 4 6 8 8 28 

63F 4 14 20 29 9 76 

63H 3 1 4 

63K 3 2 7 17 4 33 

63M 3 2 8 11 3 27 

63N 14 14 14 13 2 57 

63P 1 3 4 3 11 

63R 1 2 3 

Total 71 105 142 288 113 719 

Demographics 37, Area of Concentration * Leadership 132,1 feel senior leadership is concerned about the specific 
pay issues identified in this survey Crosstabulation 

Count 

Leadership 132,1 feel senior leadership is concerned about 
the soecific pay issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 37, Area 
of Concentration 

63A 

63B 

19 

8 

25 

25 

43 

32 

105 

96 

29 

62 

221 

223 

63D 3 4 4 19 8 38 

63E 3 8 9 8 28 

63F 3 11 15 34 13 76 

63H 3 1 4 

63K 2 3 4 18 6 33 

63M 3 2 5 12 4 26 

63N 12 11 14 15 7 59 

63P 3 6 2 11 

63R 1 2 3 

Total 53 81 128 318 142 722 



Demographics 37, Area of Concentration * Career Influences 14g, Mentorship Crosstabulation 

Count 
Career Influences 14q, Mentorship 

Total 

strong 
negative 
influence 

negative 
influence 

no 
influence 

positive 
influence 

strong 
positive 

influence 
Demographics 37, Area 
of Concentration 

63A 
63B 

13 
5 

13 
11 

30 
21 

111 
111 

56 
76 

223 
224 

63D 2 6 15 14 37 

63E 1 3 13 11 28 
63F 1 6 11 38 19 75 
63H 1 2 3 

63K 1 5 17 11 34 
63M 3 17 7 27 

63N 3 8 27 22 60 
63P 7 4 11 
63R 1 2 3 

Total 21 35 88 359 222 725 

Demographics 36, Age * Leadership 128,1 feel that senior leadership is aware of the issues Identified in 
this survey Crosstabulation 

Count 
Leadership 128,1 feel that senior leadership is aware of the 

issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics      under 25 
36, Age                25-30 

31-35 
36-40 
41-45 
46-50 
over 50 

Total 

3 
6 

10 
15 
8 
2 

44 

4 
12 
11 
21 

8 
1 

57 

8 
12 
15 
27 

9 
6 

77 

38 
47 
67 

124 
69 
26 

371 

1 
13 
17 
22 
55 
58 
26 

192 

1 
66 
94 

125 
242 
152 

61 
741 



Demographics 36, Age * Leadership 129,1 feel that senior leadership is concerned about the issues 
identified in this survey Crosstabulation 

Count 
Leadership 129,1 feel that senior leadership is concerned about 

the issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
36, Age 

under 25 
25-30 3 11 7 34 

1 
10 

1 
65 

31-35 14 13 19 38 8 92 

36-40 14 17 26 55 10 122 

41-45 23 27 38 102 49 239 

46-50 11 13 15 61 51 151 

over 50 1 7 4 28 22 62 

Total 66 88 109 318 151 732 

Demographics 36, Age * Leadership 130,1 feel that senior leadership is taking action to address the 
issues identified in this survey Crosstabulation 

Count 
Leadership 130,1 feel that senior leadership is taking action to 

address the issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
36, Age 

under 25 
25-30 3 6 13 35 

1 
9 

1 
66 

31-35 10 18 22 37 5 92 

36-40 16 26 33 38 8 121 

41-45 27 36 47 96 32 238 

46-50 12 13 24 60 40 149 

over 50 1 10 7 25 18 61 

Total 69 109 146 291 113 728 



Demographics 36, Age * Leadership 131,1 feel that senior leadership is aware of the specific pay issues 
identified in this survey Crosstabulation 

Count 
Leadership 131,1 fee! that senior leadership is aware of the 

specific pay issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
36, Age 

under 25 
25-30 1 3 8 36 

1 
17 

1 
65 

31-35 4 10 13 50 16 93 
36-40 12 12 13 65 21 123 
41-45 10 15 38 128 50 241 
46-50 7 5 11 76 52 151 
over 50 1 2 6 28 25 62 

Total 35 47 89 383 182 736 

Demographics 36, Age * Leadership 132,1 feel senior leadership is concerned about the specific pay 
issues identified in this survey Crosstabulation 

Count 
Leadership 132,1 feel senior leadership is concerned about 

the specific pay issues identified in this survey 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 
36, Age 

under 25 
25-30 1 5 15 33 

1 
11 

1 
65 

31-35 7 18 17 42 8 92 
36-40 16 19 26 53 8 122 
41-45 17 25 49 103 44 238 
46-50 9 11 20 63 48 151 
over 50 1 7 4 29 21 62 

Total 51 85 131 323 141 731 



Demographics 36, Age * Leadership 133,1 feel that senior leadership is taking action to address the 
specific pay issues identified in this survey Crosstabulation 

Count 
Leadership 133,1 feel that senior leadership is taking action to 

address the soecific oav issues identified in this survey 

Total 
stringly 

disagree disagree neutral agree 
strongly 
agree 

Demographics 
36, Age 

under 25 

25-30 2 3 14 36 

1 
11 

1 
66 

31-35 9 16 22 39 5 91 

36-40 15 25 32 41 5 118 

41-45 23 35 46 99 34 237 

46-50 11 10 24 66 41 152 

over 50 1 8 9 27 17 62 

Total 61 97 147 308 114 727 

Demographics 38, Type of Unit (present assignment) * Leadership 131,1 feel that senior leadership is aware of 
the specific pay issues identified in this survey Crosstabulation 

Count 
Leadership 131,1 feel that senior leadership is aws 

soecific oav issues identified in this survey 
re of the 
f 

Total 
strongly 
disagree disagree neutral agree 

strongly 
agree 

Demographics 38, 
Type of Unit (present 
assignment) 

TDA 
MTOE 

in military 
school 

23 

5 

3 

29 

5 

7 

67 

10 

7 

284 
50 

27 

142 
27 

9 

545 

97 

53 

don't know 2 1 3 

other 3 5 2 20 5 35 

Total 34 46 88 382 183 733 


